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‘*Elementary ‘School Students;

: . 5creen1ng tests cdnsistlng Of obs rvatlon procedures iy
and slmple physlcal ‘exercisés regulrlng ‘only a chznnlng bar,. - L
'ﬁ stopuatch,,and fecord forms are suggested for. 1dent1fy1qg ‘pupils. aged &
-ten to’ ceventeen who are" underdevelqped in strEngth, f1921h111ty, , »
sagllity, or: cardloresplratOry endurafrce, . Classés/should bedivided
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“,Students L
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'{ -into ‘pairs with one pupll actlng as scorer/uhlleithe other- performs

{girls) for Keas

standards. (HB)

e A [
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fthe test. Tests consist of (1) pullrups (boys) OF . flexed ‘arm hand

uring- strength (2) situps for measurlng flexlblllty,
“{3) squat thrust - for ‘measuring- aglllty, and "(4) -a recovery index. testg,,
~for- measurlng carldoresplratory endurance. Performance standards for. ',
each test are: gnven,_andoobse:vable signs in pupxls dur1ng or-after
exercise whlch may indiéate a ‘need for, medical referral are- llsted.n
Bemedlal programs are suggested for those who fall the screenlng test
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Sl Ident1f1cat10n of Phys1ca11y UnderdeVeloped Pup11s {[5
SR c Act1v1t1es te Impnpve Their‘Performance —
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Screenlng to 1dent1fy underdeveloped pup11S'conslsts of
4the follow1ng simple tests which measure strength; flex- -
1b11Lty,.cardloresplratbry endurahce agd ag111ty.,.,-,kv”'
5 _” ' ";}f‘.Strength —'pu11ups or flexed arm hang and ' ffpn .
R "f:sltups .ja_. C - o , SR

R Ly K ’

.z.f*Flex1b111ty - s1tups gj‘ﬁ_;.ffg3f*,£hq;'

- /),. A e

T°~{°y'*ﬂ“?3}c3°hiAg111ty —'squat thruSts fﬁ{f”\f.‘fffb”{u" . 'ﬁﬂf’!f o
:;,,»;.;_f”f4;f Cardioresplratory endurance - recovery 1ndex o o
TR ‘test and observatlon

A S . — R . . . L oyt

Instructlons for Adm1n1strat10n of Tests

D1v1de the class into pa1rs fOr test1ng.' One pup11 acts L

.as- scorer wh11e the Jother pupll performs the ‘test. .The: ,"'_ T
1eader should. score “each. student in the: pu11up and- flexed s f;
\arm hang.and the pulse recovery test un1ess we11 tra1ned V",}t*
student 1eaders are ava11ab}e.-

1 . P

: are recorded after each testo.win'

Q:

1 PULLu}JPs (Boys)

.,‘.:».' A

Equlpmentg A bar of suff1c1ent he1ght comfortable to gr1p2"“

.Q%~ Startlng P081t10n Grasp the bar w1th forward gr1p, palms fﬁz
gk&;;,__vﬁfacing forward Hang with arms and legs fully extended. R
f$§-~ - .~ Feet nmust: he free of floor.” The partner stands. s11ght1y 5;;1535;1
L S .
N

Ny

~ " to one’ s1de of the pup11 belng?tested and counts each
gsuccessful pullup,.ﬁ tfg, e 5 ) ‘__, ;O;.:“, ,

‘ Actlon .,i Pull body up w1th the arms unt11 the ch1n 1s above :'*Qé,.
‘\} o ! ' the ":baro o x :_ . PN . . i S e . .,




'3.ﬁf?5;;jf5@ff0ne complete pullup is counted each time the pup11:":iE

-

'ff;jjf;yffqufv;; 2 FLEXED ARM HAND (Glrls) j;~_:»';¢g,;i‘g; -

Acilon ‘THold pos1t10n as long as poss1b1eg

TTo‘Pass; All ages——hold posrt1on for ten seconds.b

. L T T B e
.o . . ;
oy R T S o
1 + : L P ST . . o e -

o S R

."1{.,jLower bpdy untml the elbows are fully extended

-,‘_;A;, vy

2
. R . e, . s R Y | )
*Q‘S,.fRepeat the exer01se the requlred number of tlmes.
}

- )" ‘ v

~ij;*The pull must not be a snap movement}

4 .

‘°7’31‘vKick1ng the legs 15 not permltteda.*7ﬂtr" T
4;QfThe’body must not swing, If pupll sta ts to swing,
. hig'partner stops: the motion by holding\an ex—- -

Vlf”tended arm across thekfrOnt'of the pupll's thighs;y;,fi{

places his fhln over the bar.-; PR ot

:»Ages 10%13—*1 pullup ;“dff;ﬂa7; {Q-f'i}fj
T Agés:14-152-2 pullups - L e e e e
-;HAges 16—17——3 pu11ups T,' _«_jdﬁj{;f”fcy_:ih";hk;;';gﬁ

S,
, K

Equlpment A stop watch and a sturdy bar comfortable to gr1p o
- -and aqustable An: helght (he1ght “of - bar should be apprOX1—_;¢j'
mately the.Same as that of pupll be1ng tested) ' e

PR
A

Start1ng Pos1t1on Assume body pos1t1on W1th'overhand gr1p so
that chin .ds. above bar,_elbows are flexed ‘and chest 1s

' close to bar,. Feet ‘must:be. clear of floor..iyxa.

Ac;Rules;.f7l. Start t1m1ng as soon as pup11 1s 1n pr8per pos1t1on. 3:f

;'_«ZQ' Stop t1m1ng when'f(a) pupll’s ch:n touches bar,»”
. (b) pupil's head tilts back to keep chin above
bar (c) pupll's ch1n drops below bar.‘ »

wng.l,ligfv;”]”j_"'Vﬂif[‘- 3-; SITUPS

. k]

- Start1ng Pos1t1on : Pup11 l1es on’ h1s back w1th knees bent feéfﬁpﬁ“‘

- on floor about ‘one’ foot apart - The angle of the knees L
fyfshould be “less than. /90 degrees° The ‘hand$ with fingers. L
'~:41nter1aced are grasped behind the neck with elbows squarely
¢~on the floor° Another pup1l holds h1s partner s ankles and

Q.‘:-

. . - . o LA
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hkeeps his heels i contact withathe floor while counting
each successful situp e o

h

tetton: 1. 51t up ana ‘turn’ pne e -'tél._fhbgli?f.t - Touen ine

‘fq'rn t° Starting positﬁonf”””jik§ff3f.
o 3o Slt up and turn the trunk to the right TOUCI;_ 1~
_ . the left elbow to ‘the right knee BT P

'1;41 Return to the starting pos1ti0n ;;l:ih ,i;_f‘gfli;

Tf>f5§ Repeat the ‘Te uirev;number of times

;fIJG One Completexs1tup?is counted each time the pupil
EE returns to the star ng position o

® . /»

o

To Pﬁss Girls, ages 10-l7 —10 situps df":'ﬂd};-”
S ' Boys ages lO—l7~ -14 s1tupsl“,ki JEER S

A _sttiAT-fTHIi'UST ‘.(Bbys, ahds;c‘iﬂs)f,

Equipment A Stopwatch”or{a'watch with a sweep secOnd hand -
L —2uipment: S SHel or A ¢

.<,

liStarting P6s1tion'V'Pupil stands at attention v,f"‘J*

S

. s . ]'.‘
o Action.z;l; Bend knees and place hands .on’ the floor in front

g g:ﬂ'?f of: the feet ~-Arms mzy be between, outside Aor-in
S front of the ‘bent knees H,_, ‘W"

S

FGf]a{ffh_'2{f Thrustfthe:legslhack far - enough s6 that the body
’ 4-'““:‘,'aﬂis]perfectly straight from shoulders to feet (the‘
. 7 Pushup pos1tion) ‘ L P ,

7»f?;3;j;Return to squat pos1tion

43;Return to starting pos1tion

] . . ) ] ready go ' Vy ::
, The¢partner*counts each squat- o
A ‘the end of 10 seconds the teacher says, 'ﬁstopg"dg

ﬁdle:f=Theipupilﬁmustlreturnitoithejerect pos1tion of attentio
©.at the comp&etiOn,of»each sSquat thrus Only count full

movements not l/4 l/ °r:3Z4$-,;, L RO

X S L '5 o s T ) . .
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"To”ﬁnss Girls,‘ages 10—17——3 squat thrusté in 10 seconds.
R SALEARDS j B ys ages 10—17——4 squat thrusts in 10 seconds..w

5 RECOVERX INDEX»TEST AND_OBS

ERVATION OF PUPILS

*Lfﬁ;whgﬁﬂ : (Excerpts from a statement by the American R
S Medical Association Committee on Exercise S
and Fitness) . .,T

.‘-"
BN
a

The recovery Index Test consists of stepping up and dOWn a piat—_,h}f
form 16 jnches high, 30. times a minute folr: four- minutes. .Ehe,_ D

"?gheight of the platformamnyevary‘from;i4,inches for shorte er SARRSEE
:'students1t0429<inche3'highvfor’tallerﬂyouths.,lThe subject faces-g'“
the'p}atform‘andstarting'with oither foot at he signa "Up," \

im
game ‘Thy hm,  The su ect then continues stepping ub and down
in a marching.count, "Up—atwo, three, four Th signal‘"Up"
comes every two seconds. L o -
R v o R T ' ' S
S After four minutes of . this exercis the“Subject sits down and fi

fq=;remains quiet.’ -One, ‘minute la ter,;the'pulsefrates'are taken.;;g.h-;-
;:_01der students, 7 under: the suﬁerwision.of_the‘School nurse OY . R
S other teachers, ‘éan e, paired to* take each other s pulse rates.i S
' The following‘schedule is used . o S R

" ." .

fone minute after the exercise for 30 seconds"”fffelf‘

'”Q;z tWO minutes after the exercise for 30 seconds.A" _" ‘_:#

”1‘3., three minutes after ;he exerciSe for 30 seconds.m-‘

. To’ determine the’ Recovery )ndex add the three pulse counts endfﬂf'
re£er to the following tab @o e , . L

‘ N :v o VRS SR C . IR PR ‘,. S i o o
ff_When the three 30—second - 'Thpn the ‘response:
”pdlse counts total.e. o to this test is
';f '199 ot more AR : 60 or 1ess X WT'Yﬁ”'SPoor .”
4 som 171 to 198. ',‘n b tween 61 and 70 - R ~Fairf““-y
:xjfrom 150 to 170 L b tween 71 and 80" o " Good:
;:from 133 to- 149 .'j(;jf_ﬂ_between ‘81 ‘and 90 ~H.-z Very GOOd‘f_‘{
g 132 or, 1eSS ' QEPFnyJQ' 91 or*more ' Excellentﬁqur
) Hf55 R ‘?f
- g S ’ i




.*~A pupil who-stops before the test is. completed almost always is
;" in poor physical gondition. . If -there are other " symptoms of -
stress the pupil may require referral to the ‘schodl nursé or a .
. physician. Skillful ‘observation Qf the react ons of 1ndividua1
'g‘pupils to exercise is a primarx screening te hnique. '
sthbservable signs id pupils during .or after vigorous exercise
. which .may indicate undesirable response .to ‘exercise are as’
follows..: If. the following: signs occur,. the, pupil should be
'; referred to the school nurse or a physician'- :
_1;_jExeessive breathlessness--some is normal but if
it persists 1ong after exercise, it should be B
1checked L S L ‘la”"

< vr.\vllt'_l'- S

;j}: ’ffégdelufng of the 1ips-—exgept in a cold wet environment; ‘.
?-‘fdl “3.;*Pa1e or clammy skin or cold sweating during or»}@)H*f;pi
. ' 'following exercise. REE . Do e e
;‘\ f:ﬁtf Unusual fatigue Lri’ 1Hﬂ 'i;f%yui . N §
fl} iﬁs.;fPersistent shakiness after exeroise;,;gfu¢[%ﬁ;ijh

”;_ i?;;;Muscle tW1tching.rm'ﬁ“ S | %jtj““'”’éh

DNy .

A number of symptbms relatlng to exercise Wthh are sometimes

;;freported ‘to the teacher may.also be cause for medical referral
. 'If any of the. follOW1ng are- recurring ‘or develop in persistent
vL~patterns related to exercise the pupil should be checked :

‘fmedlcally . R L : : o _.rf:-”' 4
SR 1.;fHeadache ':ﬂ,:~3.ﬁg_ R Pain not associated with ? :
S 2: Dizziness' . T AT Anjury o

,9;8.,’Fainting Ly Ty Undue pounding or uneven

- «'4,.- Broken nights sleep S ;;,» heartbeat .
:5;['Digestive upset L /8 Disorientation\or personalit
*f k 'vﬁ;‘,: ,,ﬁ"v; ; h'{’gfj‘ o changes" o -

T,A poor: reaction “to eXercise ‘is usually a sign of a 1ow level

. of pPhysical fitness’ rather: than of disease, A medical referral

. is an . important- precaution however, if there is any question
about the response of . any pup11 ‘to exercise.,-'» .

Lt




When possible, ‘a special rémedial programgde 1gned to correct
L the individual weaknesSses: revealed in the sc%eening tes't

be provided O &

ing: the regular i
bj having the entlre

The'teacher should explaln’{
additlonal exercises and’ act
come particular weaknesseso'

_y§;ies at home}

o

s SR
LA

should e met -~ =
Thia_can be- doqe ‘

) hbuld/

eaknesses of the

each underdeve&oped pup11 that

e teacher shoul/,explain the

_{ : DRI S I i
TEST FA;LED DEVELOPME_ AL ACTIVITY

-

SquatﬁThrust f_ﬁ;]Torto1ge L Halefap»—57“

, ".”:'Jump & Reach, BT A

T , w'.~, .. iThe Spfinter,ap 40 L

B ',pQQfJumplng Jack po 56."
el _:TVF'L‘Coordanator 42 o

* -éitupsfval;g:;v:Q'Welght Tra1n1ng, ps.vv | 9 -

“Pe. 36

Knee Ralse\(s1ngle & double)

IPRR e s
'_,¢;,Jl_3;Head & Shoulder curl,. p- 38

s Head: ‘Raiser

-;fflﬂ.p:'f'7]gﬁ3[* ;@;BackJTw;sf““p 71 "”f[ fﬁf{iu

Emllups & Flexed
..MAPm Hang :

A S
| PR each arm - .7 .0 5
: Lo ‘repetitions v
et e N.; long as p0551b1e
Program suggest1ons mp ove card1oresp1ratory endurance through

e aquatrcs 1nterval tra nlng and Jogglng are 1ncluded on pages 60—67 ;f

Pa-36-

rents of - he underdeveloped . R
we~physiéal develp-'«, S

SUGGESTED

STARTTﬁG”KMGUNT 5j77

1ocalncondijions do not’ periit such specialr-*g;
Ftructions, ‘the™needs of thé underdevelope &
© dur y51cal gducation period} R
1ass,vfor a portion of. the period partic-;i*' g
ipate in. activitles dengned to cOrrect the

i1l ‘help to over—.;;.

.f;fS‘minutes _
,;?lS'repetltions o
. 10 repetitions = ..
v +25 repetitions T
) repet1t1ons-f*“

lOfeach 1eg

lO repet1t1onsLip,,‘
5-repet1t1onsp;;;n»

5 each side"

Pr1nt1ng 0ff1ce

Lo

PR

':Qrepetltronsﬂf.Jé

»repetltlons .

n be found 1n/Y0uth Physical F1tness - .
~1973.. For sale by the. Super1n-,bua“w
Wash1ngton, D C
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making cash grants to' their clients for such mundane needs

as to help a man get a set of false. teeth or to pay ‘his trade
union dues, actions that would have led to his reemployment., -
The private agencies were no longer interested in such o

‘matters; their focus had shifted over completely to

personality and 1ntra—famlllal dynamics.

. i 1

~ So much by way of personal background Now, I would like

.0 review briefly certaln critical problem areas; to explore
.the interfacing hetween manpower ‘and social work; to illuminate
some cf their implications for education; and to conclude with
a few broad obselvatwons about directions for the future.

¢

4
&

Critical Problem Areas

l. The Transition From School"tO‘Work. y

.

4 ~,
The first critical area relates to the Q\anSltlon from school
to work. RAlthough 80% of the age group in’the United States
completes high school, it is 1mportann to note that this
ratio is very much lower in the central cities. In New York
approx1mdtely two out of five young ‘people fail to earn their
high school diploma, even though one can get a dlploma in
New York more for good conduct than for scholastlc achlevement

We know from a great many different studies that all vyoung
people face var rying orders of dlfflculty in llnklng into the’
labor market: finding a job with training that is not dead-
ended. Those who leave high school before graduation are
that much more handicapped in making a successful transition
into work. Onée of the Iargest sources of manpower waste, and
one with ominous implications, is'the tens, even hundreds, of
thousands of young people who are neither students nor ‘
effective members of tre labor force.

“

2. The Interface BetweenﬁWork and Welfare.

A second manpower problem of critical 1mportance relates to
the interface between work and welfare, partlcularly as it
bears .on the large number of female-headed household
e”peclally with young children. Although there is great
restiveness both in the halls of:Congress and among the
American, public about supporting potentially employable
women "on relief, the simple fact is that if they have young

27
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children to care for, they often have .o a1ternat1ve° While .
some can make private ,arrangements for child care and a. few
‘are lucky enough to have access to publlcly supported child
care facilities, the vast majorlty of women on welfare are
confined to their homes not because they want to be there,
+ but because they cannot leave until their children are older
or until the society decides to face up directly to the
child care issue. Most of these women have, at beést, limited
education and modest skills. If they were to get a job it
‘would be the kind that paid a minimum wage or just above.
If they have two children to care for, they would be unable,
even if they worked full-time, to make ends meet in a high
cost area such as New York/City. 1In short, if society .
really wants to move large.numbers of mothers off welfare
it will have to solve-:two knotty issues, the child care
problem and the income supplementatlon problem. Unless
it finds solutions to both, it cannot succeed in reducing
welfare loads significantly. -

3. The Federal. Effort to Create Jobs.

A third problem area relates to the role of the Emergency
Employment Act, that is, the federal effort to create jobs
for at least -a small proportion of the unemployed. The first
_point to note i% its modest scale. With appropriations of
about $1 billion and with a per-~year cost .of $7, 000, only a

small proportion of the 5 million persons who are unemployed

can be included in thls program. The second point is that

a great number of different groups are supposed to be served.
The President has stressed the importance Qf giving priority
to returning servicemen whose unemp! - ment rate is distress-
ingly high. Some communities have . . * Emergency Employment

Act funds to reemploy local officials .no were let go because

of.flnanc1aL stringency. And there are many who beliéve that
‘the primary thrust of the Emergency Employment Act, as of all
’manpower programs, should be the more seriously.handicapped

--..who cannot make it into productive employment on thelr own .

/o )

"4, Jbb.Retentibn by Manpower Pragram Graduates.

. Most of the manpower p;annlng during the 1960's, surely after
'1963 has been directed to the hard-to-emplcy by prov1dlng

_them with preemployment experiences, institutional cralnlng,
on-the~job training, and a. variety of %Fherllabor market’

" 28 ,
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:supports; While our knowledge of the effectlveness of“these

e

programs leaves a great deal to be desired, we do know that T

a high proporticn df the persons trained and- placed in

' employment falled to "stay in their original job for any
considerable time. If manpower programs have employab;l%ty
as their major goal, then clearly the :finding that so many
who were trained fail to keep, their jobs, at least with

' 'thelr initial employer, must be consldered in future
. programming.

But. the matter is not simple. I recently reviewed a care-
fufiy controlled study by one large automobile manufacturer
"which«showed very poor retentlon of jobs by men who were
hlred and outstanding success with reéspect to women, all
of whom had prev1ously been on welfare.

’

5. The Extent of Illicit and Illegal Work. . ' -
v . PR

The fifth critical ﬁesue that I want to comment on isg’ the-
extent to which the indome~work nexus has been broken.
Ariother way of formulating this is to call attention to ~
the importance of illicit and illegal work. In a xecent
‘study that the Conservation. Project completed--Unemployment
in thé Urban Core by Stanley, Friedlander (Praeger)—%there_ T
is an éstimate that perhaPS‘as many -as 250,000 persons in ‘
New York City earn all or part of their income from 1111c1tb
or illegal work. A black economist who:knows the ghetto
well believes that this is an underestimate.’

13

_But that is not all. The administrator of the Human Resources

- Administratioh estimates that there are about 200,000 people
on welfare in New York City who aré employable. What he did
not say, but what I will add, is that many of these.people.
earn some money on the side. Then there is another group in
.New York whose presence in the city is in violation of the
laws--that of illegal immigrants. In our recently publlshed
work, New York Is Very Much Alive, my colleague Dale Hiestand
estimated that there are 200,000 such illegal 1mm1grants
currently working in.the city. ' .

4

'l‘/ ,‘ - - N
New York City is a blg labor market with about 3.5 million
pegple, byt I have just accounted for a 51gn1f1cant minority,
namely, for about one in six.

29
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: )
Even this brief review of five critical issues in'the'mahpower
arena: should have helped to make clear that social work has a
role to play in the analysis and solutloﬂ?of the more important
of the natlon S manpower problems. -

k3

Interfacing" "

. ‘ . j . . .
.Let me now call your attention to some important interfacing

between manpower and social work based on .the problem areas
that we have just reviewed. .
.
In dlscuss1ng the potentlal shift of mothers from welfare to
employment we noted that the conditions under which people
live may constrain their ability to work and earn!their ”
living. We considered primarily the question of ild jcare
but we could have gone on to raise a host of relatgd problems
such as housekeeping services for a’ homebound dependent
~access  to transportation, remedial health care, and many - .
other work-linked factors. . mﬁ‘ :

A second 1nterfac1ng can be subsumed under the term "employment
support.” When people have little or no experience in the. ,f
" labor force and a range of handicaps, the question of supportlng»,
them during a transitional pertod can be ochrltlcal 1mportance.r

Jesse Gordon of the.University of Michigan studaed the experlence
of one form of support, coungeling, and found that it could be 'f

more effectrve for many of the seriously dlsavantaged if it f
" were prov1ded after they started to work rather than before. f

!
ce!

i

. While we thlnk”of the community as one arena and the work pla
as another, the, simple. truth is. thaﬂ the two are oftefr linked
and that confjicts‘hn one are reflagtad im conflicts in the '
other. When racial tensions becomEQERacerbated the conflict .
situation cannot. be contained but is likely to spill over.-

There is evidence that this has ocgurred repeatedly 1n plants
in the Detroit area.’ There is, therefore, 11tt}e prospect of /

1"
i
!
[
1
|
/

"va long term resolutlon of the employment problems ®f mlnorlth

‘unless the majorlty learns to llve as well as to work akbﬂ@srj
the mlnorlty.--, : ‘ ‘-f; ' .
We have not . .paid enough attent;on to the fact that a large /
number of people are forcibly institutionalized in prisons,
‘ ‘reformatorles, mental hospitals, and that a considerable . - | o
number of them are discharged every year and must make thel
- way back 1nto socrety. The 1onger they have: been institutio

/
/
/
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alized, the more difficult their return. Since employers

are skittish about hiring ex-criminals.and ex-mental patients,
a failure on the part of the community to build special
bridges and provide special assistance is- likely to lead

to renewed dysfunctional behavior and re-institutionalization.

‘The fifth and final interfacfhg”that warrants attention has

‘to do with the increasing movement that occurs among school, -

“training, and work, flows in several directions at the same

‘time. -Many people have need 'for assistance in deciding

which way to move at a particular time; in identifying the

"work or training institution that best fits short and longer

e

\ |

term plans.

Ouyrs has been a soC1ety whlch has long looked to the individual,
with some assistance from his famlly, to make whatever moves
he finds nécessary. What the foregoing 'has suggested is that
many 1nd1v1duals need help in making such moves.

‘Implications for Social Work Education

-~ @

—

Having put before you a selected number of crltlcal manpower
issues and some of the interfacing problems that exist in
contemporary American society my task if now to draw out the
implications of this analys1s for soc1al work educatlon. ”

My first finding .is perhaps the most important. _ Social work -
education must pay attentlon to the role of work in modefh
society and take pains to see that all students, no matter S
what their .area of specialization may be, have some under-
standing of the critical role of work and the many conflicts
that arise ‘in the work arena. ¥or those who enter graduate .
schools of social work with ‘relatively little ofr no training
in the social sciences I would urge that at a minimum . they .

be exposed to economics and sociology with enough institutional
content to gain some familiarity with problems of work and, '
1ncome.: ‘Although I might be accused, of special pleadlng,

there is scmething to be said for’ soc1al work sclicols oﬁferlnq
at least one bas1c course in human resources. and manpower. .

- For £hése who go through schools of social work preparing

themselves for managerlal or planning positions’ I would place .
heavy stress on their exposure to the following- '
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7
‘«The elementary and intermasdiat= level tools of economics.

’

A second order competence in_statistical'methodology.
Some sensitivity to social legislation, including its
public finance aspects. '

A course in humah resources and manpower.

For those who look forward to working in, or close to, the'
manpower arena, there is much to be said also foxr an intern=
ship in a manpower pyrogram, such as WIN,. Nelghborhood Youth
Corps, ot the State Employment Service.

Concludihq.obseryatigns T

While there. 1s no ground for optimism about federal support
for manpower in general or for social. work tralnlng in
_partlcular, there id also fio reason for extreme peselmlsm.
As I'read-the Washington scene, the flow of funds will be
reduced, but they will not be eliminated and the amount of
money available will still-be considerable even if it will ~
be less than we, had become accustomed to.

No one can study the labér market w1thout being 1mpressed
with the fact that there.is a high order of mobility built
into different types of training, partlcularly in new areas -
- such as manpower. . From this I conclude that even if schools
~ of. social work move energetlcally to strengthen the role of
’ manpower. in their curriculum, as I thope and expect that they
will, the students going through these programs. must recognize
that successful completion does not guarantee them a good
. Job. They will be, competlng with a great many others who
- may have gone through equally good and even better programs——
in economlcs, management soc1ology, polltlcal sciences, '

" 'To compllcate matters, the largest number of jobs in the
.5manpower arena are in the Employment Servite and they are
':dlstlngulshed by low salaries. All the other jobs in the
manpower arena, together do not.'equal the number of jobs in
the Employment Service. To. tompllcate matters eyen further,
most of the better jobs 4in the. Employment Service are obtained
by promotlonufrom ‘within. Persons wrth masters degrees or

J doccorates in soc1al work are r?aii{\precluded from competlng.
: T o

N
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Another dimensic- %aat warrants attent;on is the fact that’
~ we are on the verge of a change in federal-state relations.
,which will shift the locus of responsibility from Washington
to the states and localities in the design and management
- of manpower programs. I would anticipate that this will
lead to even more political determination at the local level
with less 0bportun1ty for the specialist. to have a c;early
7/‘ defined role.

R - But there may be a silver 1lining in this shift toward
decentralization. With most of the $1.5 billion of federal

. manpower. funding a year being decentralized to the States”
and localities there will be a.considerable number of senior
managerial positions that have to be filled if the states
and localities are to perform their missions: -effectively.

! There may be good opportunities here for weli-tralned
sen31t1ve administrators.

s
[

One concluding comment. I have observed social wdrk over
the years and I have been impressed by what it has .to offer
. to the community in the planning and 1mplementatlon of
various human resources programs. But I have also heen
. impressed that its effectiveness has been much reduced- by
,*itS’preoccupation with professional issues that are of great
concern to the insiderswbut ‘of little or no importance to
the outsiders. ~I would therefore strongly urge social work
"leadership to relax, and exploit the new opportunities that
manpower programming offers and to stop wasting 1ts resources.
on intraprofessional precccupatlons° , ‘ oo

-~
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SOCIAL WORK AND MANPOWER--A' VEILED INTERFACE

. P | Joseph L. Vlgllaﬁte .
ol Adelphl Unlver51ty School of Soc1al wark 4

LA

Recent History ~ >

‘Althségh social work has ai%ays had some interest in work
as a social instrument, its most recent direct 1nvolvement
in manpower began in the early '60's. The 1961 and 1962
- Amendments to the Social Security Act established. in what
was then the Bureau of Family Services of HEW, the Community
Wwork ahd Training Program (CW&T). This program was the Eirst
volvement of the rederal government in fundlno work and ,‘f
tralnlng programs for 'public welfare clients since the 1930' §.
| Departments of public wel fare were forced to come face to face ,R -
1_w1th the world of work. o

" The Communlty Work and Tralnlng Program, " established and under
" way by 1962, was qulckly ‘followed in public welfare by Title V,
(The Work Experience) of: .the Economic Opportunity Act, opera-
tional by 1965. Through CW&T and Title V, HEW established
national standards for work tralnlng. The ‘standards mandated
" a varlety of. supportlve social services: pr0V151on ‘of family
counseling, day care, homemaker serv1ces, "medical, psychlatrlc,
and child welfare services. 1In Title V, purposeful, planned
integration between manpower services and social services
was required. . ‘ o
"Ry 1966, in se_e:ted Title .V pr03ects throughout the country
_some rather scphisticated manpower programs -for publlc weifeare
‘clientg wers developing. There were, for example, day care
services ¢ the training sites, group counseling for wives cf -

[y
N

Joseph L.. ““gilante is Dean of the Adelphl Un1versrty Schoo_
of ‘Social “=rk. He.teaches "Economics, Polltlcs, and the
- Sociology =i Poverty" in the Manpower Development Program
at the New Szzool for Soolal ReSearch. He has had a long
time intems=st Zn the involvement of social workers id’the

- .manpower ield and wrote hlS doctoral dlssertatlon on the:

e WD

“‘subject, "Worx and Welfare.™"
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of trainees, family counseling in regard to the intra—fgpily
problems created when one of two parents was in a training
program. Socizl workers from departments of wzlfare and
public employment ‘counselors saw the work and training program
" both in Title V and WINS as exciting and stimulating departures
from what they had grown to experlence as routine and hopeless
. kinds of ace1V1t1es. Y =

" -

The switch f£rom Title V to WINS and the removal of primery
" respcngibility from Welfare to the jsLabor Department necessi-
tated administrative retooling. There resulted (at that time)
an operatlonal de-emphasis of the social service components .
" in the work and training  programs.  The lessons that had been
,1earned ‘were not used in the switch from one federal department
‘to the other.. But social workers were beglnnlng to see evidence
of the employability potential of a group about which they had
. -never been optimistic. Social workers by that time had begun
' to learn about the sbcial and human value of work itself.,
The employment services were to begin to ledrn about the
importance of 1nd1vlduallzed soc1a1 services in eTDlOYuDllltv
development - =

hY

. &
Commonalities Between Social Work and_Manpower
At the present stage of the relationship betwe maqpower and
social work, given the existence of the dual labor =zrket, the
fundamental commnnallty between both is the client c:oup.
‘Social workers are intimately acquainted with the ‘=r~or under=
class. .The’ manpower field is learning about it. T=is mutual
1dent1f1catlon around the client reveals a mutual :waWem.

o

For concentraztior on the underclass in the labor mm=i2t has
encouraged a —esidual approach to maqpuwe;-daobLeh; wné ¥ 22ps
us away from = prevention and enhanc=ment func...:n 2 zhe
manpower ffels. o put nr-crassly, tith a few ex”w~ezaxs,
the manpower - —ams 6%/the 1960's =nd '70's save =

dead end jobs. _zmited job mobility for traimees :1 in large
measure due to _abor market constraints, but it is so= :
‘unrelated tb scrizl policies and the limited capac-—i:=

of personnel adwministering the programs. Mszpower rTizgrams
have not made ==ximum use of avallab e know_edge ant =xperience

in working witx people. ,

Related to this Fhenomenon is a second characteris=i~ of both
fields; a primzx concern for the most obvicusly disadvantaged.

S f' - ; {35
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Sceiaf andf}oizthgl priorities have forced us to Focus on ;
T txis group. Indeed, social workers, in-a perhaﬁé\appfbpriate

display of guilt fer their blindness to poverEy-égfoxe'the

'60's, have been upbraiding themselves and reorganizing .

their_préctice and- educational institutions to correct the
,8rrox. Manpower has =wung from primary concern for the cream
" of  the unemployed “(in the first MDTA programs) to a more __ -
socially appropriate concern .for the disadvantaged unemployed. .
1 B . :
Planning for the disadvantaged seems to have thrust manpower
° Programg more preGOminantly into the public'sector. Becau=a
of the half-hearted. respohse of private employers, manpcwer
‘has turned to public service careers for the disadvantaged.
/ . o 4 .
But aside from the fact that social institutions (includipg
professicnal groups), which are almost €xclusively concerhed
with the pocr, may be deom=d +o obliviqh, it seems to me that
@ truly serious manpower program as well as.a national socizl -
service program must invelve the private sectéb\ezrwell as '
‘the not—ﬁor;profit sector, A'false/separation betyeen labox
needs of private industry and public services results from

. planning primarily for the latter. - The public sector is
doubly stigmatized whem—~if is bpth the planned secfor and
the.g;anning,sector, oS _ 4’\ , . :

“Ah’example-of the potential for an alliance btetween manpower
and social work in the privzte sector can be illustrated by
reference to a program. at American Telephone and Telegraph
.«-under “"Jobs 70." Personnel people at AT&T are struggling to
prov. e the following opportunities for trainses: orientation,
. spécizl counseling, supervisory and human relations training,
job~related education, English as a seco language, on-the-jcx
anc vestibule training, suppcrtive ser ces including medidal-~
ransportation. - ////5

. dental, child care_and dzy czre, ané

If manpower plannirg is to be efZective, it must inclyde a
concern 7ith national manppwér distribution. This suggests,.
thérefore,_the development, and operationalizing .of s ems+ -
to deal with local and regional labor shortages and/or labor
surpluses, including the provision of incentives for workers
to move to new areas, or to change skills, or to provide
incentives to bring industry into areas where there is a
surplus of unemployment. If one views haqpower in thisg
manner, the social implications loomn és'high.as the_éEBnOmic
~implications, e.g. movingy cf families, provision of family

5
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suppory#s, and development of educational, social, and health
serviegz related to labor deployment. :

The, academic community too is making gestures in the direction
of more‘s%phisticated manpower development for the private
‘s?ctor. 'The Industrial Social Welfare Center at the Columbia
University School of Social Work represents such a move, as

Z0 programs at Marywood College, Scranton, Penisytvanid, and
the craduate vrogram in manpower qevelopment at the New School
for Social Research.

Just as manpower programs have placed greater emphasis on the
public service market as a target, education for manpower
{like education for social work) tends to prepare students
for employment in the not-for-profit sector. This trend,

in my v1ew, will only flarther encapsulate manpower outs1de
‘of the economic mainstfeam, a position familiar to social
workers, and detrimental to both their professrqnal status
‘and their ability tJ serve a w1der range - of. people .in need.

« o,

BOEH gocial work and manpower. as profe551ona1 disciplines-
are in a pesition to att rcct large numbers of representatives
of m.ncrit groups. As a result of the govérnment sponsored
manpower programs, revitalized interests in working for one's
own ethnic group and (until recently) a fairly open job market,
candidates for both social work and“ﬁanpower education have
ccme guite o;ten from "underclags" backgrounds themselves.

Exze2pt for o:..>- cccasions), graduates of Ivy League institutions
(stat.s ins+wi-...ons) do not apply to schools of social work,
ncr will the: =25ly to graduate programs in manpower., This
sugreste opro. .unities for applying the experiences of social

wort educat.:. =0 manpower in developing specialized knowledge

with regpec: > admission processes, curriculum development,
special stuc=r:t needs, educational funding, and job placement.y
: s R .

b

Differences

Manpower still enjoys greater gtatus today with the federal °
government znd among many public and priwate institutions

than dess =~zial werk. Work objectives Tor poor pecople are
not visws: o~ coddling or onermissive. {On the other hand,
scetial weoi, as 'a result of 70 years on the campus, ‘tends-

tc be bet-er accepted withir the academic and professional
disciplines In the society. The social work route may

}
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therefore provide & more direct access to professronal
recognition for manpower workers.” o

The body of knowledge in the education of soclaI workers
" has tended to be more "applied" than theoretical; more

_reliance upor: laboratory "method" than traditional study.

At least threc-fifths of the professional c¢urriculum is
devoted to field instruction and on-campus.methods ‘courses.’

Manpower education tends to rely more on academic, social. -
_sciences content.’ An examination of the tasks in whic;j

manpowsr sractitioners are engaged strongly suggests theé -

need for cdurses in methods of working with people=--how to

“iden=ify the relationship between personal and social

prokZ=ms and how to involve clients in problem-~solving
are =xamples. In addition, the soc¢ial worker's trairing
in human growth and behavior, social policy, and soczal
welfzrz srganization should provide an important. ass=t .
to a ~‘a::ldly expanding manDOWer field.

(VN

<

Cr::ribﬁtions and Benefits--=An Exchange

If *cnp“wer workers are to develop the skills neec@d to

asgr :ﬂ,rn the 1n§eractlon between. pecple with proh1ems and
wucﬁ tirey will have to. concentrate equally upon "how to do"
as w=1l as “whqt\to know." They will need a full under-
stznZin: of both personality and social theéory, bu--L on

a hr-manistic value base. They will hawe to know how to relate..

in = professional‘manner, how to listen, how to understand,

how to rnvey a sense .of understanding to the client, and

~how ©o =xillfully assist the client throughout the proceqs

of erploring, testing, and:expanding his work potential.

.Socizl - >rkers over the years have accumulated a fairly -

extensive knowledge about service delivery. Certainly,
we hzven't done the perfect job in this area but we do

ave 2 knowledge of the organlzatlonal snructure, and
ccmp‘,c ted functions of public service systems, 6 We have
~=ial knowledge of the relationships between the
and private (non-profit) sectors of the econcmy,
- been immersed in understanding, Jeveloping and
usins social gervices. Our profe:i%on has been, perhaps,
too snuch obsessed with profession systems and interlocking
profz=ssional networks . for service; but given a possible

- overz=mphasis in thls area, we may be able to offer somethlng

o 38 -
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to a new and inexperiericed field. In thms regard I Would,' ,
"underscore the importance of communlty'organlaatlon as a-
useful component in manpower systems development, '
A

50c1a1 work has also had a parallel involvement with the
mlddle and upper—mlddle classes, Social workers experiences
with social agency -boards of directors, . for- example, have
given them ‘access to the private system and*tﬁg“sPec1al,

; if not peculiar, characteristics -of upper-middle class "

/m X deC1S1on~mak1ng. Its knowledge and:experience with middle

' class dec151on—makers also can be useful in an expanded

manpower f*eld

K

A ’ N
From the eduCEtional dimension, social work has had to
transpose direct practlce experience to a conceptual level
to make it transm1ss1b1e for teaching purposes. I .am referrlng
! . here td what Alfred, Kadushin has identified as social work's

own body of knowledge in comparison to. "borrowed Knowledge "l

- Manpower as a field of practice lends itself well to the
inductive processes which social work theorists have usgﬂ_ .
in qpnceptuallzlng practlce experlence for teaching. '

I

well be us to’ infuse the sogial work curficulum--are the
concepts of the meaning and “valué of wo in this society:
precise - examlnatlon of the fatuous generallzatlons about
- both work end leisure time, knowledge of the entire manpower
- system and work system (including employment counseling and
rehabilitation counseling), the significance of labor and
labor unions as social institutions in the United States
and their contributions or hindrances. to- manpower programmlng;
job development concepts, job testlng 1nstruments, the namure
of first line supervision, in industry as compared with
supervision in the social welfare agenc1es——and the important
- distinctions between the twa.

Benefits thay SOClal work can get from Zzggpwer~~whlch might

',Whether for purposes of ‘enabling more involvement in manpower,
or to increase our capabllltles fon.worklng in oeherrexpanded
serwice systems, social workers need. to learn a lTot about
demzékephy and the handling of masses of data. through auto-~

‘ mated systems. These are . familiar to the manpower field.

7
v .

1 o " o o .
, Alfred Kadushin, "Knowledge Base of Social Work, " -in Issues
- in American Social Waork, A.J. Kahn, ed., New York: Columbia
R Un1Vers1ty Press, ]99@ . bp. 39-79.
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///Soczal workers who have had opportunities to‘@ee data
col lectlon, organ1zatlon and retrieval systems in the
United States Labor Department, for example, have looked
into the top of an exotic bouthue of potentlai information
data syst ms for both manpower and SOClal serv1ces planning.
- p-a *
A closer linkage with manpower operations may also brlng
to social workers ancther dimension for analyzing our own
educational dilemmas. I refer here to the appllcatlon of
'systems theory to curriculum. @evelopment. If nothing else,
it's Yuicker than the commlttee process.

A
l

Social work can brlng somethlng special to résearch in the
manpower field, namely, the relatlonshlp between work and
the dynamlcs -of family life or family life styles: What
does work as a social instriument do to. family- 1ife? In -
respect to long~term dependent families, who have* not
experlenced work as a.part of ‘the life style, what does
‘fequlred work do-to roles? Do. family role networks:change
and as a function of work? What impact does this have on
-family functioning? ' ) .
we will need in social work' to introduce academic content

‘imr macro-econemics and political science (not just-political

t theory), and, of course, wWe will need to develop field -
instruction work placements in manpower sett1n§s, both

A

in direct service and in planning. ¢
. .. ) L .
The dllemmas we have faced in social Work educatron w111 be
exacerbated as we link “into manpower.
- - <
The Droblem of re1at10nshlpﬂbetweeh on-campus, acadamic
education and applled education (fiel 1nstruct10n) s one
yhich manpower educators face today d one with which we
=#  have Iong experience. \ A decision in the early -'20's put a e
_heavy emphasis on applied knowLedge. “The decision is viewed
" by:some as having been hidtorigally unfbrtunate." But ag the
current debate suggests, there lS stlll;no general agreement
Another questlon 1s at whlch educatlonal Ievel certaln ‘tasks
-'should be tanght John Niland has stated that di ect service
in manvower shoﬁld be taught at. the undergraduate level. It |
' .is ‘coincident&l that many educators today are”’ _Saying the same
for soc1al;w rk.  The concept of a contlnuu‘ in educatvon, of

"“/,-'m L. ’ ’ .“‘ ' T » ‘ A r. w
) q»( T S




43

recent vintage in social work education, addresses itself to
this question. What should be the entry reguirements? At
what levels ought there be entry?' What should be the faculty
gualifications?” How do we recruit? Whom do we recruit?

I am suggestlng that -those questlons whicl have plagued social .
work over tHe yvears might be clarified within the context of
education for manpower. I believe this because the goals. in
manpower are more precise, more definitive, and perhaps easier
to measure than have been the usual goals of soc1al work
practice removed from manpower concerns.

Many of those who have buiit curricula for the manpower. fleld
have emphasized the necessity for lnterdlsc1p11nary approaches.
The demands and th¢ needs of the manpower system (based upon
the concept of a dual labor- market) strongly suggest that
social work would be and should be a significaht part of this
interdisciplinary effort. If one also includes priivate sector
needs, the interdisciplinary base for manpower education and
practice becomes even wider..

2]

s - ‘ .
The time is right for the involvement of 'social work with
manpower, not only because of the expanding.market in the
manpower field but also because social work education itself
is undergoihg:major curriculum revisions. As we question
what kind of social work should be offered at the undergraduate .
level, at the ‘masters and doctoral level, and as we revise
our curricula at’ these varlous levels to encompass new goals
for social work education, we have an exceLlent opportunlty
to examine manpower educatlon,3

-I think there is-an opportunlty now for a pooling of resources.
We_are—at a “veiled interface, each figld vaguely perceiving
the outllnes of attraction 1n the other. - We need to 1lift the .
veils. *
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TOWARDS A NEW EMPLQYMENT STRATEGY: ONE CITY'S VIEW

Lucille Rése -~
‘New York City Department of Employment

We in the Department of Employment have designed a| compre-
hensive manpower development and employment strate for .
meeting the employment needs of both public assistgnce
eligible and non-public assistance éeligible segment of
the city's 1ow-1ncome work .force. .

Implementation of this strategy entails a new program approact
and a major redirection of agency resources toward the accom-
pllshment of four policy goals- e
1. the placement of low~income, unemployed persons in
reqular, stable employment as a first and absolute
priority, so long as private sector jobs are
available; and thé expansion“of public service
employment opportunitieg in the public and non-
- profit sectors only when there are not enough
.opportunities in the reqular econowmy ;.

2. the creation of jobs in the publlc and non~prof1t
sectors for the qh*onlcally unemployed those unable
to secure competitive- jObS in 'the regular economy;

3. .the provision of training, not as an alternative to
employment, but as an adjunct to at least half-time
~ participation in employment, when it iS'necessary to
bring an individual to a skills level su¥ficient to *~
‘enhance or maintain his employability;

IS

Lucille Rose, Deputy Administrator/Commissioner of the
Department of: FmpIOyment of the Human Resources Admlnls~
tration in New York City, heads a recently creatéd
department which is one of the first in.the country

to develop employment services at the municipal level.
'Sheehelped to develop. its predecessor, the Manpower and
Career Development Agency, one of the original components
of New York Clty s anti —poverty program.,
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4., the establishment cof a single administrative structure
designed to optimize the use of the city's monies for
PR < =7
‘training and employment programs; and the development .
of a single field system of comprehensive, integrated
b ‘ ) centers for the delivery of marnpower services.‘éi v
Y

[N o

We ‘are attempting to. deal ratlonally and realistically\with 5
the problem of chronic unemployment ‘within an urban ecdnomic
environment characterized by: . a substantial reduction in the
amount cf federal funds available for training, educatlonal
and work experience programs; dwindling market demand for
unskilled labor; a plethora of individuals whose«skills

level is non-existent or insufficient to qualify them for
ex1st1ng jobs in the regular economy:;. K and ihcreaced pressure

on employable publlc a551stance ellglbleq to seek jObS in

the competitive market.

;The dlmen51ons of -this unemployment problem w1ll be famlllar'
to most of you here today, concerhed as you are with the
problems of cities.  Active unemployment in New York City -
has ‘hovered at a level much above-200,000 people for more
than two years. An unknown number of workers are now 1nact1vely
unemployed that is, they have stopped looking for ‘work because
of théir perception of their charces in the current market.

Of the city's total: unemployed an estlmated 70 000 employable
adults, famlly heads and single adults, .are now rece1v1ng
public assistance; approx1mately 30,000 employable rehablll~
tated addicts are currently rece1v1ng pid to Digabled..
Additiocnally, among the umemployed in this city are 35 000
veterans. Hardest hit jamong ‘the low~income unemployed are )
those populations’ ellgﬁble for the Department of Employment s
current programs as well as those eligible for the Department
of Soc¥al Service's income malntenanoe and service programs. -
Strategies to place this population directly in available -
jobs have met with failure. A case in point is the massive
‘Néw York State Work Relief Program, operated through the

New York State Employment Service, which was unable to-place
more than 4% of the population of 30,000 public assistance
employables referred to the program during ‘the first year.

In addltlon, statistics obtained from NYSES reveal that 26%

of all.those referred claimed to be unemployable. ' Such .
strategies assume that stable jobs are avallable for whlch
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most of the population involveilcan compete, The meagerf
performance of such programs orly delineates tie fallacy
of their strategic assumptlons in light -of t current |
market--a market which’ has experienced a/de ease of
252,000 blue-collar, entry level jobs for unskilled
laborers in the manufacturlng 1ndustr1es£/a -market in
which there is currently llttle or no demand for the ;
unskilled, under- educated rec1p1ent ot/publlc assistance

1-_although the system has/ found him medically employable

and required he report %1-monthly to’the New York State!?
;Employment Service for pr1vate sector job referral andl
placement ‘. S . C

. r/‘ //' : L. i‘
On the other hand,!strategies whlch rely heavxly on tralnlng
as the. means for,mov1ng the unemployed low-income population.
into competltlve/employment have also performed far less
than satisfactorily under’ cdrrent conditions. The populatlon
eligible for training requlres extensive educatlonal
‘remediation as a prerequls1te for job=related tralnlng,
Coupled 1nst1tutlonal skills and related education tralnlng
programs such as those.-operated by the WIN program and MCDA

have falled because-

*..they have tried, within too llmlted a perlod of t1me,-
tornarrow the education and skills gap to put employment
opportunities paying sufficient income within reach of
this population; o o

*_they have falled to consrder how those for whom the ‘gap
is being closed will be able to compete for regular

‘employment w1th those whOnare not srmllarly handlcapped
The hlgh drop-out' rate experlenced by the WIN and MCDa tralnlng
programs has confirmed our belief that no training program
des1gned for responsible aduylts can succeed, if it is presented
as an alternative to employment. Attendance rates can be
“increased-only if .appropriate rewards are supplled The only
- effective reward for part1c1patlon in training is employment..

& . . -
leen the employment - condltlons in New York Clty, and the level
of competitive employability of the c1ty s low-income work '
force, neither a ditrect phacement nor training strategy by
,themselves, but a combination of the two--namely, on~-the-job

training and subsidized em loyment—-lo an apprOprlate training
direction. ’Eﬂ\\
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Hence, it is based on an underStanding’ef the current market
and its ablllty to absorb the city's unemployed employables,
’that the Department of- Employment has determlned‘the following
‘program strategy® to deal;directly with the problem of
unemployment within the low—incomefwork force:
* ahdirect'jobvplacement function adminiétegedrin
. conjunction with the New York State Employment
Service to screen and place. that segment of the
population who are structurally unemployed, but
potentially ready for 1mmed%ate placement in.
competitive employment- ' 3
* through payments 1ssued to employers, the provision
of on-the-job tlal“1n3 wherever possmble to employ
that segment for whom only a marglnal adaptatlon
- need he made to render them job~ready,

* to the extent.financing is- available, the placement
of persons who cannot. be placed in competltlve
employment in public” service jobs funded through

. diverted public a551etance monies and funds available
through.other government‘budgets; _ . .

* and, flnall cuttlng across all:three of these programs }
the placement in ‘training and educational programs of
_persons participating in employment in order to upgrade
their skills level and to enable them to earn an 1ncome
" sufficient to malntaln a decent standard of living..
relative to th; rest of the population.

Toward the implementation of this strategy, we in the
Department of Employment have proposed the follOW1ng
programs. - .

The primary function and responsibility of the Department

is to meet the employment needs’'of the unemployed low-income

"population of the city. Given that ‘mandate, we propose an
~employment: p?ogram enlightened by the following assumptions,

" which form its basic underlying framework: that the. most
appropriate manpower development prescription for marginally
employable persons is employment itself; that the expenditure
of public resources to finance employment is more effective
to the restoration of employables te self-support and'self-,
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sufficiency than current cash assistance programs; and that
the public and private non-profit sectors can absorb and
utlllze substantial numbers of emplovables to. provrde basic”
publlc serv1ce= to communlty residents. :

In illustration of the above policy in action, let me speak
briefly about the Work Relief -Employment Project (WREP),

which will be ready for, 1mp1ementatlon within a matter of

days. The program will provrde a minimum of half-time public
service employment in publlc and prlvate, non-profit agencres
for up to” 20,000 Home Rellef ellglble blngle adults and heads
of households without children, for whom jobs cannot be - N
located in the private sector; perform on-going -job, ‘develop-
ment activities.in the private sector; refer job-ready WREP
participants in private sector jobs- as these become available;
provide institutional skill$ training and ,education to project
participants who have been. enrolled in Egé program for three

‘months; and finance @n-the-job tralnlng within employlng

agencies and organlzatlons. Money to project participants
will be paid in, the form of payroll rathexr than rellef checks.
The work environment will be that of a real jOb ’ ‘

Another example of progressive public policy in action‘is the
supported work program, which.will provide full-time or half-
time .jobs ih public and private non-profit agencres as
rehabllltatlon for 4,000 addicts enrolled in or completing
addlctlon treatment)and eligible for Aid to the Dlsabled

Addltlonally, the Department is about.to propose to the Gtate
Leglslature a legislative amendment that: would finance a -
program of on—the~job tralnlng for partlclpants in publlc
service employment. : o N 4 N

o
Wlth lts emphasrs on ]Ob creatlon, elimination of service
dupllcatlon among public agencies, and meeting income needs

. through employment, our new _manpower strategy will work.

“dramatic changes in the tralnlng program-

* To the extent that flnanC1ng is avallable for publlc
service employment training will ‘be prov1ded only to
persons who are employed in publlc service jobs or in
“the regular economy.

* Tralnlng will be scheduled on a part-time basis .during
both day and evening hours to complement the cllent s
work gschedule.
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‘ Comprehens1ve Manpower Centers.
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o Currlculum development will be job-specific and only.
that tralnlng which will immediately upon completion °

~qualify the enrollee for an identifiable Job will be
flnanced ,

- * Discussions have been, initiated with the Board of -
Education concernlng the restructuring of their
educatlonal program and their® assumptlon of r»rwuspon-
sibility for the admlnlstratlon of pre- vocatlonal

. tralnlng

The goal of the new manpower services program is placement
in self—supportlng competitive employment. Placement in

jobs in the regular economy will be an absolute priority

for all program participants. Only those persons unable

to be placed in competitive employment or on~the—job tralnlng
will be referred to public service employment Training
/ﬂlll be provided for those engaged in publlc service or
private employment. . B

In order {o avoid the fragmentation and inefficiency which
havesexisted among systems reponsible for the delivery of
manpower services, and to promote continuity in service
delivery to the city's low—lncome population, we propose

a single ‘integrated field system for service delivery, =o
be called the’ Comprehens1ve Manpower System.

Within thls system cllent-appllcants w1ll be recruited thr ough
direct linkages with community agencies servxng ‘the .low-income
population. Direct referrals will be made from the DSS income -
maintenance centers, the Neighborhood Manpower Service Centers
and addiction treatmrnt programs throughout the city to
Comprehensive Manpower Centers (CMCs), within which the
functicns of manpower services assessment and referral,

income’ assessment and disbursemen’, and supportive services
assessment and referral are housed,- . '

Regular job placement services for the unemplOyed and qnder~
employed will be provided by the Neighborhood Manpower Service
Centers, by the New York State Employment Service andfby the

Screenlng for 1ncome, med1cal -and program ellglblllty will



‘occur w1th1n the 1ncome ma1ntenance centers and Comprehenslve
Manpower Centers. 4 .
The Comprehensive Manpower Centers will provide a full"range ,
of manpower and employment related serv1ces including: prlvaté
sector job placement, eligibility assessment, medical assessment,
testing, disbursement of cash assistance, and a case management
function which includes referrals to transitional public- service
employment, referrals to training and referrals to supportlve

services.,.

#

FY S

The, Comnrehenslve Manpowéxr System has two d1st1ngu1sh1ng
features: the integration of 1nst1tut10nal resources and
the case management system. i
'Integration of institutional resources will be accomplished
‘through the outstationing of income maintenance staff in the
‘Comprehensive Manpower Center to determine -ncome and Trogram
eligibi’ity - the co-location of NYSES and Department o el
Zmploymsnt stz f, on a pilot project basis, in at leas:
one of ths C“Mnrehenslve Manpower Centers; and direct
on-site =zccess to the NYSES computerized job pbank. in at
least or= cf the Comprehensive Manpower Centers.

The case ~T-zagement system has been devéloped in recogurtlon :
' of the n=st to prdvide to all clients continuity in the 4
provision of services. A singlé case manager will be 3

responsible for coordinating all information on a particular
client. Supported by a computerized client trackiny system,'\

he will have access to the client's record and profile,
containing -demographic data, household status, family status,
income and earnings data, employment status;’ avallablllty

status and program status. Having complete access to jOb

- bank information, he will be aware of the vallablllty of P
slots and job openings andican explore with the cllent all 4
program optlons for, which he is ellglble.

The foregoing has, I believe, presented in capsule a summary
- of our. prégram'goals and strategies. You will agree with me
that to translate policy into program requires: manpower., I
want to direct your attentlon now to a conslderatlon of our
stafflng needs. : ‘

Y

' _pursuit of tne‘specific policies and programs outlined above..
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will require the expertise of four major categories of staff:ﬁ

management professionals (including manpower development
speC1allsts, urban planners, economists, human réscurce -
planners, etc.); social work professionals; communlty serv1ce
profeésionals, paraprofessionals; and clerical support staff.

Management profe551onals, whose background includes exten51ve
experience in’ manpower :development, planning and resource
allocation, fiscal admlnlstratlon> etc. are needed to staff
all lelSlona within the Department of. Employment
* in the Division of Prognams, to develop - re:wrmend: £15ns
as' to the srecific population, groups to be served ox
_the Departr = and the ordering =f priorities . for s=rving”
each; to develop recommendations as to resource r=gmire-
ments, design and cqontent of pregrams to serve vszicus
—opulation groups; and to develon recommendations as to
~ow the Dezartment's programs ar= to be implementsd.

* .n the Div:zsion of Administraticn and Contract 3szvices,’
zo perform budget administration. fiscal monitoring.
personnel rﬂmlnlstratlon and st ff development within

the Departrent o ‘

*# in the Division of Training and Supportive Services, to,
d%velop and manage the Department s citywide and regional
contracts fér tralnln 7 to certzfy'&ralnlng aqents or

~ vendors forrlndlv1dua purchase of service training
contracts: to develop training programs for. part1C1pants L7
in subsidized public service employment:; to establish
training standards and schedules; and to develop tralnlng
curricula.

*# in the Division of Employment Programs, to develop,
implement and monitor employment programs in the public,.
private .and non-profit sectors:; and to perform the labor
market analysis and job develorment, the contract '
development and monltorlng necessary to program deVel—
opment in each of the three sectors. : :

* in the Office of ManagementA;nformation Systems, to.
develop and maintain the Department's.automated and
manual information systems, guality control and employee
productivity programs: and to develop long-range systems
plans for Departmental'programs and objectives,
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Social work professionals axe needed specifically to manage
. and operate the new field system -for manpower service delivery-
detailed above. Within the system's ¢ase management unit,

we -hope o employ'social workeks as case managers, responsible
for developing a complete emplowebility plan for each, client
and for piloting a client throtgh\the employment and services
process.,

To parform this function, we are looking for social workers
whose atademic ox experieéntial backg und inciudes a knowledge
cf labor market economics, as well . as oc1a] =sychology,
sociology, and other disciplines which ‘consicdar the behav1or -
of people in groups and the laws that atifect thém. ‘

We want to recruit professionals and paraprofessionals from
community service orgahizations to help us to assess client
service needs and the best ways to. prov1de them. We see
these 1nd1v1duals as vital links in our c1lent field system
for “ecrultment and cutreach fundtions as well. _ _ &
In conclu51on, let me add that the massive staff development
" necessary to g€t our "prograts off thé ground depends 1argely
upon the academic community. We will be looking toward. that
‘community to supply us with individuals whose skills can meet
the demands of the jobs which need doing here in the Department
“of Employment.‘, o = : -

.



: TRENDS. IN NATIONAL: MANPOWER POLICIES,
. PROGRAM PRIORITIES AND STAFFING NEEDS

’ L
Davis A. portner :
United States Department of Labor o N

T

a
0

States and localities will be soon gaining. a significant new
role in helring to determine the orientation, allocation of
funds, and clientele of national manpower programs to e -
administered in their" jur1§d1ctlons._ ’ .
; A ; b
The drive toward programvdecentrallzation and decategorization,—
/fbr "manpower revenue sharing," is part of the Administration's.
continuing effort to strengthen decision-making at.the state
and local levels and to coordinate the'use of available funds
with local labor market requlrements. This combination of
‘decentralization and decategorlzatlon of programs is de81gned
to tailor manpower activities to area labor market conditions

;and to the needs of an area's target populatlon.

¢
¥

In keeplng with' this administrative thrust the principal

trend in manpower activities in Fiscal 1974 will be the
éevelopment of a comprehen51ve manpower delivery system at

the local level. These new delivery models will bring

existing manpowar programs and delivery systems under local
direction and control by comblnlng mogt programs operating

in an =rea into a smngle grant - “under the sponsorship of the
mayor; county: executlve, or othexr elected: officials. The
governcr will assume ‘sponsorship for portlons of a state’
which lie outside local manpower revenue sharlng jurlsdlctlons.
' The planning and consolidation of activities that“must precede:
the execution of guch unified ‘'grants will take place through
Fiscal 1974, and the majority of 1l&bor market areas shduld be '
operating within the revenue sharjng configuration by the N
year's end. | S o

o :

Davis A. Portn&r is Director of the Office of Pcllcy Development
Planning; and Evaluation for the Manpower Administration, United =
States Department of Labor. He has also served as Assistant
‘Administrator of the United States Department of Commerce. As
" a professional economlst he/has specialized in manpower and
industrial econom;cs and held positions in state and reglonal
+  ©offices ‘as well as in Washington. -
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admrnrszratlve 1n1t1at1ves for moving 1nt&;the revenue
sharinc design and away from the 51ngle~purpose program
concep= toward a consolidated service, approach. The impetus
towardqronsolldatlon ‘of programs and caordinated delivery

of ser—ces was visible. as long ago as 1967, when amendments@
“to the.,conomlc Opportunity Act cal;ed for the administration
O0f four programs authorized by the act by:one sponsor-at the
~locali _zvel. Other moves in the same direction included the.
creaticn of the Concentrated Employment Program and the Work
‘Incentz re Program 28 manpower systems, each offering a
cantiruuom of services to a particular target group of
-manpower clients, - o 3 : -

“n

In 1971, the proposed Manpower Revenue Sharing Acthwas sent
to Congress as one of the spec1a1 revenue sharing programs.
That: proposal wquld have given wide discretion to sfate and
local governments rn determlnlng the use; of manpower funds o
flowing into their jurisdictions so that services coulc be .
tailored to fit the . spécific needs of the area. Although
the provusal w3Js not enacted into ‘law, the principle of
revenue sbaring has been adopted through the General Revenue
Sharing ‘Act o 1972, a move which has increased local elected
officials® awareness of the -potential influence they can
exert over federal programs operatlng within their polltlcaP
3ur1qd1ctlon, even- under existing law.

) ¥ . - ]
The. Manpow Administration has taken several steps. w1th1n
the limits-of existing leglslatlve and admlnlstratlve. '
autharity to increase the 1nvolvement of local off1c1als
in the planning and operation of manpower‘ prograns. The
first such step was the funding of about 1,200 manpower
plannlng staff positions under state and local elected
officials. The second was redesign of the Cooperative
Area Manpower Planning System (CAMPS) to place each _state
and local committee (now termed a Manpower Planning, Counc1l) .
clearly under the aegis of state and local officials. ‘The
third step, initiated in 1972, was. the develOpment of pllOt
comprehensive manpower projects under the authorlty of local
elected off1c1als 'in a few test areas. - - ;
Programs that will be included in the comprehensive revenue
.sharing model :are many of those funded under the Economic
Opportunlty Act and the Manpower Developmept and Training

x —
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act. The Work‘Incentlve Program may be 1ncorporated into the
local manpowexr revenue- sharlng program packages, when it is |
clearly .desirable to do so and such arrangements can be e
effected. Ideally, the wide ‘array of manpower activities

in the. Manpowér Plannlng Council areas should be included
under ‘the comprehensive umbrella, but localfvarlatlons in

the extent of control exercised by the pr fme sponsor are to
be expected At a minimum, before:its approval, each area
comprehsnsive plan will be. expetted to indicate clearly what
working relationships have been éstablished with other programs
operating locally-and w1th the publlc emplo¢ment é%rv1ce.\\

&

" As to the questlon of numbers of personnel and the types of
skills needed for administration, of manpower, programs in the =
- 1970's, our Office of Research and Development has funded a AN
number of studies addressed to this topic: Grant recipients v \\
have included Columbia Un1vers1ty. I leave to the academlclans an
~ the"subject of precise curriculum content ‘reguisite to —~ .
. development of a manpower dqvelopment SpeC1alls*. But )
" I can glve you an overview of our program. stafflng experlence
i - . to date, “and our best estimates for the future.'
@% ~ As to numbers ofypersonnelyneeded underjthe Manpower Revenue ¢
Sharing approach let me mention a few factors which will <!
‘ undoubtedly affect these requirements. .Planning stdff for
glven localities will vaty depending on the quality of
management skills already availalile cr obtainable by the .
elected Qfficials. Some localities will stress basic educatlon,
some will favor skill training, and some will advocate public
employment. Some localities will discard expensive programs
in favor of less costly ones which can serve greater nupbers.
Studies have disclosed that 1@ takes one-half as many
professional practitioners for JOBS as for lnstltutlonal
type training. Accordingly,”the types of programs selected
for emphasis will be a major factor. We anticipate that
some prime. sponsors w1ll practice frugallty since under the
‘MRS approach. they will be "spendrng their own dollars." How'
much dupllcatlon presently exists in current programs is not
known. Whether most sponsors will make major. efforts to
eliminate the fat and effect reduction by project. consolidation,
and other measures, or whether we can develop a sufficiently
sophisticated monitoring system to see that it is done, remains
to be seen:

.

‘ . L2 . C ° -,
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: erc e several resources avallable to us to make oersonnel
pr03ectlon estlmates.. o : ,

One ls a study'conducted under our spSpices by the Bureau Qf
Social<  Science Research of operntional glaff engaged in
" manpower gontracts funded as of May 1970. A second resource
. was the FY 1972 experience of the pilot Comprehensive Manpower
 Program’in Albuguerque, New Mexico, The last rescurce reviewed
,was our planning grants program tqQ the governors and mayors
instituted several years -ago but exoanded in FY 1972.
On the basis of =uch analyses, one. may arrive at . a stafflng
- estimaté for Fy 1974 of roughly 50,000 posltlons.f Replacement
" turnover would probably average 2.5 to 3 OA per year.
On the questron of .potential use of publlc employment‘pxegrams
in an- ackive manpower pelicy, the admlnlstratlon does not
favor. contlnulng those programs authorized by the Emergency
Employment Act in 1971. The basis for this posltlon is that.
the EEA was an emergency and counter—cycllcal measure when
unemployment was at the 6% lewsl. Since-that time’ unemployment
~has declined; private segtor jobs have increased; and the
ability of local government to meet demand for public services
‘has- improved.  Moreover, -mogt EEA beneflclarles were experienced
and relatlvely well—educated workers who. find little ‘difficulty
~in finding competitive employment On the other hand, public
i employment programs are not suited to the dlsadvantaged who
'~ need a wide range of services in éddltlon to a“job.
It sbouldlalso be noted that local prime sponsors can contlnue
to provide public service jobs under MRS if they. elect to do
‘50.  Finally. I should add that the longer a PEP program is
i contlnued the greater the temptaﬁ?on for local governments
to build future budgets around federal funds——ln effect '
replaclng local\funds with federal funds. \\

1
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CONFERENCE NOTES AND COMMENTS

Ly in the conference, Russell Nixon described the purpose
the gathering as "pouring a group of manpower adminis-

tors and experts in 2 bottle with a group of social workers
educators, shaking-it up and seeing what happens." He
arked on the unigueness of this meeting-~manpower and .

ial work people together-—and described the need for

arer deflnltLOHS of functions and skills. The following
nents, excerpted from notes and transcripts, address the

>r guestions discussed by the conference.

FHYVSHOULD SOCIAL WORKERS BE INVOLVED IN MANPOWER?

¥

et me 1déntify the strength in social work that I see
1s a person outside.of the social work system... : '

Ve found in our studies that caseworkers who had
responsibility for employable cllents frequently had
1lgher placement rates than the, employment services
ind WIN...They saw thelr responsibilility toward the
rlient. They used whatever community network they
(new about to try and find a job...They were not
simply matching a person with a Job in some paper |
sense; rather, they were dolng a very personallzed
sroker service with an understanding of how the
rommunity works...

-~

lost studles "show that most people find their jobs on
-helr own, even if they have been to the employment
service .or are referred from manpower programs...But
-he manpcwer programs tend not to kmow very much about
hese informal contacts...The irnformal networks operate
ilmost indepe:idently of the formsl institutions that

ve create through legislatlion and funding programs...

[he orientation of the. social worker who knows how the
rommunity works and how people functlon in it, who knows
ibout family contacts and has a sense of the social
"eldtionsths that people are involved in, 1s a
articular contribution that is lacking in the marpower
*1eld and must be brought in... .

Martin Lowenthal
55
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‘ : . o
One of the problems that ran through the speeghes...
is that when they talked about social work, they only
mentioned counseling. ... . : :

The manpower establishment is heavily ringed.around
with . Praetorian guards who happen to be economists...
Some;of the institutions in the manpower field are so
rigidified, so calcified that what they need .s a ,
reawakening...One problem that economists don't touch

is that of inter-organizational relationships, of
coordinating multiple social service, programs and
agencies...The economists and the psychologists miss s
the organizational framework. .. B

One of the strengths in social work is that whether

we are organizational specialists or caseworkers, . ,
whether we're into community development and planning, '
our interest in service delivery means an organizational
focus... ) ?

 The organizational framework we have is more challenging

than that in the schools of business administration...
yet in the 1960's more than 80% of the training programs
for manpower experts were in schools of business or
public administration or private management consulting
firms... : ‘

The big problem is trying to coavince gate-keepers

that the socilal work curriculum is at least equivalent
to anything that the schools of-business administration
turns out, but that it is different and takes care of

different kinds of problems... _
‘ Louis Ferman

v

I'm one of these manpower people ‘that you all try to
reach, but I still haven't the slightest idea in the
world of what the capabilities of social workers are...
Will you please tell me what you have done so
beautifully in social work that we should buy ?

- Janet Pinner

-Generic social work skills and human orientation means

participation, sensitivity, understanding individual
and organizational behavior...
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We should be teaching classes to people who work for
the employment services so they will understand what
social work. is. It's not Ju@t casework, it's not just
group work,.it's an undersﬁénding of group dynamics, ’
of human needs. And that/properly belongs 1n p]anniﬂg
and aQM1n1"‘“avloh

parry Gordon

u . ’ o a
Certainly, I think that we in the manpower field" see-

the need for the' kind of skills 'we think social workers

nave: .. -

Many of the programs funded now do not carry the
components that will help make people job-ready...
Many of the people,. before they get to some placement
agency, have had otber social services...But 'social
workers frequently havwe no concept of what the Jjob
market is like, what labor laWs are, and what kind
of, skills are necessary for a certain job...These are
~things that social workers r nuld know... o

We have not seen the opportunity to joiln the two

disciplines...For the last three years, I have been
tryins to get social work students into our agency
for field work. The reason we have -not been able to
do that is that we don't have an M.S.W. on staff to
supervise then. lore openness is necessary, or other

61

viewsdgﬁxgow socmﬂL work might cooperate with manpower...

George Carsons

The contribution that social work can make 1s the
numan e7ement...

This 1s a very 51gn1L1cant contribution to programs
that are fast beccming dehumanized...Soclal workers
can be particularly effective change agents because
they come with expertise, feeling and skill that I
don't see anyone else involved in the manpower program
having right now...Under earlier administrations,
programs were confused, but at least they were human.

Social work students should be placed 1n manpower .

programs as a mechanism for getting these 1ldeas into
these programe...Students who have had experience 1n

P N
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manpower programs should be recruited into schools of
social work. I think this double mechanism can effect
change much faster than some other measures that 1
hear going dround

James Chavis.‘

et Lot

Our Employmerft Eligjbility operation was set up as an
income maintenancé program, but we are doing more

sbcial work than any other Qection of the Department
(of Social Services)...

Social workers should stor: thinking about separation
of income maintenance and services and think in terms
of the whole person again...You can't Jjust hand. money v
out to people Jou have to work with them... .

In splte of all the manpower trainirng and all the
fancy-sounding phrases, in spite. oﬁraﬁl the studies
that have been done with sophisticated mathematlcal
models, the simple truth is that more people are
finding jobs on their own -because an.interested
c€seworker or community development worker came

in contact with them and did something that turned
them on to thinking of getting.. a job...Now that's
‘what social workers hav: to 01fer.

Florence Gitten

WHAT KIND OF PREPARLATION IS NECESSARY?

!

Ay

In my company, the thing I look for first in staff is
somebody who has empathy, concern. about human beings
and how to work with them...The field of manpower is
an art...It calls for the capacity to make personal
relationships, which 1s not gotten out of textbooks
and classrooms. You can study socilal work and you
can study manp0wer, but if" you can't relate to peopl(.
_then you can't do a good JOb in this field...

Second, I take people who haVe had personal experience.

Our tralngru, our manpower spe01allgtu frequently are
people who themselves have been dlsadvantaged and have




been brought back into the labor market. We promote

from within...It's not enough to place a. ‘person; you
have to work with him, stay with him, and make sure
that the seeds you have planted will take root andg.
grow. Career development is just as important-—-more
important--than the first job. We ‘must establish
continuiuy between the JOb and the employee.

The third thing I need is.somebody who can talk to
the private sector. I find that esoteric manpower.
specialists and esoteric social workers can't talk
to employers on a compatible basis. They Jjust don' t
know -how...But if you can show the relationship
between manpowe; as a resource and the resultant
industrial payoff in terms of dollars and cents,v

of huaving people not dpqp .out of the labor force,

of not having to subsidize social services, then
I.think we will get somewheré...

%Eﬁmuel Ganz,

.
A

Unless we deal with what an economist would call the
demand side of the labor market and its-behavior,
unless we teach people about racism in employment,
about organlzatlonal behavior amd organizational
reality, and unless we some to understand how these
problems get in the way of opportunity, then we
“engage in a futlle exercise...

We operate manpower progcams in which~we leave the
employers virtually frée to declde what theilr staifing
patterns -will be and how to fulfill them; how they
promote and by what Pvlferia, who they will hire; -
how many they will train; "whether they will provide
upward mobility; whether they will ‘accept a senlorlty
syetem for promotion and firing, and so on...

Must we ac&epr these sbandards that the world of
employers, both public and private, hand down--their

rules of behavlor their assumed rationaglity--without
challenging them,‘w1thout scrutinizing them?

sSumner Rosen
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Whether you want @o work with the manpower system,
undermine it, or avoid‘it, you need to know something
about labor markets and labor economics. . .-

Whether,you work with clients in manpower programs,’
in casework, in group work, in community development,
what goes on in the labor market is not so simple...
You cannot know everything by reading the want-ads...

What manpower people have to bring to others is the
concept that out there is a system of many labor 'markets,
or organizational components and responses...If you
really understand what you'te up against, you can move
against that institution to move people into ift...

One does have to know about licensing, restrictioﬁs_ -

on prisbner credentials, Civil Service requirements,
and all the other things fhat make .up the organizational
aspects of the labor market...

Marcia Freedman

We must. stop training bureaucrats and start training - r
innevat:ve people....

-

" We are all in the manpower‘field' everybody has some~- )
"thing to offer to solve what's been a very :tough social

problem...It really doesn't matter whether they are e
economists, of which I am one, .or social workers, or Ty
the new human relations experts. )

What we need is to bpeak out-of the mold we've been
in and start looking at innovative  ideas...

- Sheila Akabas

‘I see 'a new picture shaping up today...

. E (U
There is a strong tendency to break down some of the
rigid barriers. The people who hire or the people in

"education are asking much more ofteny what do ygu know,

what can you do, or what can you learn to do, rather
than what ppufe551on are you training for and what is
your titlie.

Jean Scaloczi Fine
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WHAT JOBS HAVE TO BE DONE?

We find ourselves doing everything in menpower planning,
whether it's analysis of the labor markst, evaluating
programs, or giving technical assistan:e to one of the
categorical manpower programs... :

wAs ‘a manpower pianner, with CAMPS‘ I deal with:

...oabon ma ket conditions in my political Jurisdiction
...Demographic information and research me hodc
...Fiscal management and budgeting .
.+.Legislation pending in Congress ‘ : o
.Political r@lationsnips at local, state and national
levels
.Program ovaluation and monitoring
..urganiza lonal managemen+

Professiondily, I'm a social worker.,.The only other
experience I had in manpower was in the Neighborhood
Youth Corps Summer Program for three years and a fleld
p]acemenu in a vocational rehabllitation program...

It was minimal background for what I'm doing now...
There are so many different functions in manpower--~
job development, job counseling, manpower planning...

Oscar Best, Jr.

The social worker involved in planning public employéent |
programs must be concerned with services for clients...

It means that 1t's not only the job for the client that
you’re concerned with, but the supporting services as

weil such as child care facilities for a welfare mothof...

It means attention to the "client-flow" system--from
the point the client starts at the outside until he
gets to the job--so there/are the fewest obstacles and
frustrations for the client. .

Elizabeth"Lubetkin,///

The continuity of service is crucilal...

Often there are excellent services, but people get few

rd
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benefits because th= serv1cms are provided in such
‘separate and fragmerted ways...‘e need professiconals
not only to provide counseling, but also people who
know hcw to negotiate systems, who to go to, how to
approach people 1in corporatlons serviceé agenciles,
pldnning groups... : o

. - Kuxt Spitzer

Essentially what's wrong with .l
pet caseworkers in public welfar
placement people in the emplovme

Aowe can't
& nsunselors and
nt o so.vice together...

T
[

They need to focus on cliient needs, w0 develop a
comprehensive employability plan, 13{-.ﬂ001t1ng
necessary *social services..The suug “ul WIN vrograms
are the ones whereée the people have guouti: togethar, S
almost in spite of the system,. to do #»45 kind of. job. /”M¢~
-It's really as Smele as thatiz ‘ '

&

Charles 0dell

The Department of Socilal Services and the’ Employment
Securluv Commi551on (in Michigan) have a mutual stand~ -off'. ..

In our study of Michigan's WIN program and how the

" departments coordinate with each other, one of the , )
major findings was that tHey have virtually no contact
with each other...They deprecate each other in terms
of ablllty to function together, to-provide an integrated
service for the client, and 1in terms of their own tdaining...

Interestingly enough, they even yiew the Cll?ﬁt differently.
Philip Marcus
///

W2 found in our studies, with the expe rimental Short
Term Service Modality, that there were four major things
that social workers had te do.to get welfare mother
ready to go to work..:
_ R : -
1, They had to spend inordinate amounts of time on
making connections, bringing clients and services ’
' together, explaining how arrangements could be made,
zoing to the supermarket, the school. '

Q .’ : ’ '4 62 | .o
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2. ' They had to make service delivery concrete and task-
oriented. With the clients they listed all the things
. . that 'had to be done and picked one for a contract
This was an euisode of service.

3. when that task was accomplished, a second was plcked,
~ elther to be done by the cllent herself or as ahother
A eoisode of service.\f ‘
L. They had to evaluate, with the client what\happe“ed
in edch episode of service. ‘

This fits in with the goal-oriented service dellvery that

the federal government has been talking about...The soccial '
worker has to do a great many more things than just
'relate” to the client... : .

David Franklin

Y

Of 12,000 clients who came to our center, the largest
number were middle-~aged women with no education,’ no

- employment history and no training. Employers don't
want them, tralning sessions don't want tHem. What
do you do with these women? «

The young men, 16 to 25, for the most part neither drug
addicts nor alcoholics, have chips on theilr shoulders.
What do you do with them”

. ~The ‘young women were more interested in employment

“but they have such a terrible image of themselves
that we had trouble getting them to look all right
to go out into the community for a. job. What do you
do with them? . -

<

The older men, mainly from the 'south dndlthe islands,
are stable but have no education and only farm work
experlence. What do you do with them‘> '

And the men from 26 to 40 are mainly ex~convicts and
alcoholics. They are unattached, their eating hablts
are poor, they are in-poor healuh. A large number
suffer from malnutrition and other serious allments,
‘They will not go to a doctor willingly. About 65%
were unemployable. Of the remalning ones ‘who were
considered employable, about 60% had a temporary’
allment. What do ycu do with them?

Alfred peaCOck
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worlk in.tne maﬂpow er
have done in the past...

It involves discussing placements and ways of working
in different settings...whether it is functional in
this day and age that all fieid work supervisien must
be by M.S.W.'s, whether we'need to revise courses to
include a field of:practice in ‘manpower and the world
of work'...whether, indeed, we need to prepare
specialists Tfor this field of practice the same way
we do for practice in .family agencies, correctional
ueﬁv ces and the like...and, whether we need to get
zbut from the world of work intc the basic carriculum
so that 1t touches all social work students..,

Paul Kurzman

We have to get beyond thinking that when you work
outside .of the Y“social worker" title, that you stop
doing social work...it's not true and it's not
professienal. - o

Myles Johnson

i

" One of the greatest bArrlerc Lac1ng us. is the expan51on
cof field sctf*ngs... . v

Other agencies are very willing to accept our people,
but we ourselves have been unable to escap~ the shackles
of what we have locked ourselves 1nto, thic M.S.W. game,
and actually move out bherg... ‘

Marvin Feit

e

Many social workers are manpower speclalists...

The question should be how to traln social workers to
be better manpower specialists, rather than asking
what can social workers offer in the abstract. We
should concern ourselves with bringing Information
about manpower activities inte the schools of scrial

work...

! o susan Pass
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Most of us don't have the :luxury of a self-contained
curriculun: in manpower... s

We have to compete with other subjects and classification
systems..,we need to fight for the things we can
realistically Ainto the currxculum if we believe

they ought to be there...

Jerome Zimmerman

T - Fad " £ P 1 /
How far any faculty ne.oer can g¢ . hinges upon how much
freedom therevis in curriculum building... . -

there are students who are interested in getting
0 manpower problems, we can work to create field
ortunities 1n manpower gen01es...he can offer a
gram utilizing the resources of social work and
er deoarvmenus... |

Gerson David'
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"7 APPROACHES TC CURRICULUM DEVELOFMENT :

THE- DIMENSIONS OF HUMAN RESOURCE POLICY:
AN INTERDISCIPLINARY SEMINAR

Herrert S. Parnes
The Ohio State University Department of Economlcs

-

In all honesty, I “mast start. by saying that I have v1rtuallv
no knowledge of the current social work curriculum, nor am I
aware of the curriculum issues that must exist among social
wcrkers as they do in every other discipline and applied
field. If I can make any contribution at all to the under—
taking in which we are all engaged, it's got to be to present
a view of the scheme and dimensions-of manpower; or, if I may
use the term, human resources. , ’

What I'd like to do then 'is present a view ‘of the dimen$ions
-of human resources and human resource\pollcy, and let you. -
then establish the’ connection between that on the one hand,

and the concerns of sceial workers on the other.~ In addition.
to that, and as a kind of illustration of°it, I then want to .
refer to an interdisciplinary program in human resource policy
that we have developed at Ohio State Unwver51ty.

-Russ Nixon observed in hl» ‘introductory remarks that there is

% a8 certain vagueness amgng manpower people with respect to the
g dimensions of the fiel While I'm sure that's true, T want’
to state at the outset that ‘there isn't much vagueness in my
mind; the vagueness that exists is the result simply of the -
fact tha: not evervbody who purports to be in the human
resource field agrees with the conceptual trameworx that
I have. : . ‘

: ' !
I start with the DrOpOoltlon that human resources means
simply man in his productive role; and that human resource
policy, therefore, relates to all those public and private
courses of action that are de51gned to enhance the effectlveness
of man in his proaductive role. !

Herbert S. Parnes is Professor of Economics at the Center for
Human Rescurce Reseazch of The Ohic State University. He
directs the Natlona3 Longitudinal Survey. Project sponsored
by the Depaerent of Labor.
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I'm gquite aware of the fact that there are a good many people,
and I should™be surprised if social work doesn't include many
‘of them, who §ather resent the definition of human resources

in terms of man in his productlve role; . that there is a kind

of almost moral aversion to viewing man as an lnstrument as

an agent of productionr rather than ‘as the(end for which all
productive activities are designed. So-I'should like at the’
outset to emphasize the fact that because I choose to define
human resoufces in this way, by no’means should it be taken to
signify that I rega*d the productive role of man as’ somehow -
primary. .There are many cther roles that man plays, such as

a spouse oOr. a parent, a member of a community, a citizen of a’
nation and a member of a.world community; and above all else,
~as thinking and feeling. BAll of these roles are important.

The only thing I do argue is that among the roles c; man is

his productive role and this role is important both™ to society
and to him. TIt's important to society because, as Eli Ginzberg
-has pointed out, the .human resources of ‘a nation are the wealth
of a nation; and it's important to the individual precisely
because the effectiveness with which individuals can perform
their other roles depends in,large measure on the degree to
whicH they are effective in the productive role. . This is
simply another way of saying that when you scratch a social
work problem, you find a manpower problem. .
Well so much then for the concept of human resgurces. Now,
what are the dimensions for human resource pc]icies, that is,
wkat are the respects in which the effectiveness of man in
his productive role can be enhanced? What are the prOCcsses
throuqh which this occurs? '

One useful way, certalnly not the omly way, of categorizln~
the types of human reswurce policies Ts the following:

First there are human resource develoPment‘pollc1es- that ‘is;
the development ‘of human resources. This has several dimensions.
The most obvious of them is the creation of vocational skills
and knowhow; consequently, the whole educational process is
relevant, as are all the training institutions cof the society.
But human reeour07 development includes more than simply the
creation of’ voeatlonal skills. It includes also the development
of what may be calied labor market skills; that is, the knowhow
of getting along in the labor market, what the dimensions of

the world of work are, what the span of job opportunlty is,

e
Kl
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' what the =.enues of approach to wvarious occupationsvere and
. how one makes oneself attractive to employers. These also

. include how one goes about looking for a job and,. finally,

~ ' the development of appropriate work attitudes. That's

~ another way of. saying the development of a capacity to
- © submit to the regimentation dinnerent in an industrialized
system; a2 willingness £o get.up each morning, get going, and
s6- forth. That's what I mean by human resource development.

H

A second aspect of human resource'policy is human resource
zllocation. By thi's I mean matching workers and jobs, making
certalin that the worker whose skills and knowhow and attitude
have DBeen developed are dlstrlbuted most effectlvely among
the availakble jobs; most effectively both from the standpoint
5 of the needs of the economy and from the.standpoint of his
-0 .own-aspirations and tastes.. This embraces such activities. %
' as vocationail guidance and counseling, the 3dctivities™of the,
-public employment. service plus detting people initially into
the right jobs, and developing all -of those pO;lCLES that
promoce desirable kinds of labor moblllty while 1nh1b1t1ng
,wse1ess mllllng aroynd in the labor market “

“ ‘

n2 third component of human resource pollcy is what can be"

caLlec human resource maintenance, or conservatlon, which
. . ® includes two major components. “Firsc, the whole area of
public health and partlcularly preventive medicine, ‘and
secondly, the whole series of income maintenance’ grograms
which from one point of view--the-point of view which most
of you are accustomed to recognizing=-represents a humanitarian
motive. But these income malntenance programs may be looked
at as another conce D*~ that is, as & means of preserving and
‘conserving valuable productivé capacityyduring the period in
wnich individuals for one .reason or anocher are' unabile to
Qtherwise utlllze them,

A foarth aspect ‘0f human resoarce pollcy is one that dependlng
upon how broadly one w1shes to define it, could embrace every-~
thing I talked about so far: human-‘resource utilization. 1In
the thcr«mone restricted deflnltlon that I'm reserving .for
thi€ term,’ it means all oF those pollc1es that are designed to
~avoid waste in the use of available human resources. It entails
the s%amplng out of all kinds of diserimination, for example- é
~ because discrimination. upon an age baSlSp upon a sex b381s,‘ :
. . 'upon a color basis, ,upon rellglon basis, indeed on evegy
e crlterla unrelated to functional performance ~ 1S not only

g »
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al outrage but a kind of criminal waste. Humak resource
zation itself embraces in the private sector the whole

. of personnel and industrial relations policieg on the
sition that the effectivéness of the human‘beigg in the
ctive process is not unaffected by that complex,of
ies.” : ' |

”X, -although I don't think it is a human resource policy,
ike to mention something which ‘is really fron some points..
ew more important than anything that I have mentioned;

is, the general economic policy of maintaining a high

of demand. Unless there is a 1igh level of demand .for

and services andrtherefpre for labor, it doesn't make

to worry about productive input.

2

rpose. in having gone  through that list is to try to deduce
it what human resource specialists ought to know. The
. thing that emerges from that conceptual framework is
perhaps it makes more sense not to think of a human
rce speclalist, but rather of groups of human resource
alists. Broad concepts may indeed be needed for the
of. individual who has a very grand and fairly good
.ption of the whole sphere; the kind of person that
Harbison of Princeton has called the human resource
.egist. But in a world of specialization, the fact is
most of us’ have more narrowed specialties. In this
ept'of human resource and human resource policy, there
. large number of occuBational spec1alt1es that are
rant. The - teacher is a human resource specialist, the
ler is a ‘human resource specialist, the administrator
‘aining programs is a human resource specialist, the
'tor of an employment service is a human resource
alist. Geing even further, the educational planner
human r-source specialist as is the health planner,
.abor market analyst, the personnel director. The
;trial relations director and the union negotiatcr are
human resource specialists. '

now tempted to add the social worker as a human resource
.alist, not_because the social worker is or indeed should
-imarily interested in man in his productive role, but

sr becauge the social worker's concern for the total

ire of ‘the individual 'cannot ignore the degree to which
1ncgions effectively in that productive role.

Y ‘
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The retognition that there is a series of human resource
specialists leads me next to the proposition that there is

no single curriculum for the human. rxesource specialist.

That I accept as an article of faith rather than anything
else. It-seems to me so terribly logical that I don't

really understand how anybody can differ with it. Each

of these sgpecialists that I have mentioned, and perhaps

some others I haven't thought of, can perform this specialty
more effectively if he understands how it fits into the
framework that I have described. \ p
T think that one of the sources of the human resource problems
that we face is precisely the fact that educators. and trainers
haven't und-rstood enough about the world of work, they haven't
been sufficiently mindful of the world of work. By the same
'token, I know from my own experience that manpower specialists
and planners are limited by the fact that they krnow too little
abcut what goes on in the educational system and are tuo
uncertain in their own minds as to what could go on in the
educational system. h of these specilalties can profit

from an understandlng c* its cornecticn/with each of them,

and of tlie way it fits inio the grarnd a2nlizune of things.

~That has lead us at Ohic State Unive. gity to work for the
development of an 1nterdlsca.pllnary ckrrlculum in human
resource policy. co /
One aspect of the curriculum is an ﬂéterdisciplinarv seminar
which is designed to do precisely wﬂat I have just described,
namely, to bring together 1ndlv1duals who are preparing them-
selves for a specialty in.one or another aspect of this total
human regource area. :This is dont so as tc ‘allow each of them
to understand the dimension of the whole area, and to allow all
o of them to profit from each othe# s individual contrlbutnons.
l
This seminar is under the quldance of an 1nterdlsC1p11nary
faculty committee that includes two members of the Economics
Deparitment whose specialty is labor economics, members of the
faculty from Preventive Medicine, Education Development, the
Department of Psychology, the Department of Sociology, the
- School of Public Administration, and the Department of Political
Science. We don't have a School of Social Work represented,
but we do have a social work student in the semlnar, and we
- have had social work faculty representation on an 1nforma1.
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‘basis. We ' have run this seminar three times with the number

of- students ranging between 17 and 25, so we have a “aculty-~
student ratio that i3 probably higher than anything in the

- University. The students come from ‘all the fields represented -
by the faculty plus social work, agriculture, commerce, and '
rural sociology because we embrace the human rescurce problems
not only of the centemporary United States, but also of
developing economies throughout the world. - '

We start with a conceptual framework which I renerally present
and which is generally an even more 'long-wir -1 elaboration of
the one that I bégan with here. BN

Then in the second week w2 talk about the economfic concept of
investment in human capital, drawing in a simplffied'and non-
technical way on the work of such people as Gary Becker and
Theodere Schultz, ete., developing the notion that human
resource development is a process of capital formation,
which frcom a .standpoint of its wealth~producing capabilities
is completely analogous to the process of physical capital
- accumulation, that is, the building of factories and productive
machinery, etc. - - o - - ' '

In the third week, we spend time on population policies, talking
about demographies in general. Here is one of the areas in
which the sociologists make their contribution to the seminai.

N AN

In the fourth week, we talk about employment policies, dealing .
with matters that are reserved for the very end of the' presen-
tation’ that I made; in other words, general economic policies

" designed to promote high levels of demand for labor in the
economy . .

In the fifth week, we deal with educational policies for human
‘resource development, looking at. formai =ducational systems.

" 'On the sixth week, we have human resource development cutside
the formal educationual system itself. At the most recent
seminar we invited in Gerry Saomers from the University of .
Wisconsin to talk about the whole of training situations }
outside the formal educational system in the UnitedTStatqs.'

In the seventh week, we talk about health care policies. 'I'his
“was the realm of the Preventive Medicine mémbers of the faculty. .
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In the eighth week we brought in a delightful ehonomlst

Leonard Hausman from the Heller School of Brandels, to talk
on income maintenance pollc1es. v
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- . In the'ninth week we deal with suffieienqyﬂandgequity of
labor market operations, which is a jazzy/way of talking
about the way in which the -labor market: /tends to.operate
in the -absence of conscious 1ntervent1qn, and the respects
in which the normal operations of the “labor market can be
relied upon to produce eguitable and; euff1C1ent results.
Now this, of course, is one way of asklng what kind of
labor market policies are requlred/ln order to overcome
Lhe lnadequccres of a free iabor market

' /
In‘gne tenth week, we look at one aspect of human resource .7
dtilization: the guality of work experience, the whole £y
of jOb enrlchment In the mOkt recent orfe;;ngfﬁf thls

Wlston51n to deal with that tODIC. - ~
The second quarter of the seminar is devoted to an examination
of technlques of human resource Qlannlng, directed largely at’

the concerns of the educational planner. the manpower planner,
and health planner, etc.

The third quarter of the sequence, Which we are now involved
in, is a yxacticum in which we develop practical research
projects chat are related. to the students' own interests.
/For instance, at the moment my q?lleague Chris Keldy and I
- rare working with three students, two of whom are social w0rkers,
“on the fol’ow1ng questlon- the Governor of Ohio has taken the
position that "You -just give me enough money and I'll show you
how manpower programs ought to operate. What we'll do is
develop employment. opportunltles in the public sector for
dlsadvantaged individuals,- partlcularly those on welfare."
What we are doing with the student - ‘group is a practlcal piece
' of research looking at the extent this strategy can be relied
upor:: in the short term, the characteristics of job opportunities
in the public sector, and in the longer term, the kinds of job
opportunities that can-be generated in the public sector; on
the supply side, the proportion of the welfare*populatlon that
’ can be expected to ‘be abscrbed in this kind cof a scheme. I .
’ mention this because it illustrates one very practlcal aspect
of cooperation between manpower specialists on the one hand,

72




80

and social worker:s on the other.,

I don't think that a one~guarter seminar such as I descvibed
is enough for the purpose you’'ra talking about. For instance,
one of the two social workers who are involved in this seminar

has takén the labor marke:i course that I offer in the Department

of Economics. Over ‘the period in which we offered the seminar
there have been three social workers who have taken that labor
market course, In that course we do indeed talk about the
kinds of labor market changes and problems that you're involved
with; the difficulty is that it's impossible in a one-guarter
interdisciplinary seminar. But I guess if I could be
presumptuous enough to6 recommend what I would regard to

" be the minimum input into a social work curriculum it would

be at a minimum, a semester or a quarter in labor economics,
-provided it is the right kind of course in labor economics,
which 1nC1dentally is increasingly difficult to find these
-days and partlcularly in an economics department.. That, plus
some kind of integrated seminar of the kind that I have
described would bhe the mlnlmum.‘ .
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MANPOWER DEVELOPMENT FOR PROFESSIONALS: x
A SPECIALIZED MASTERS DEGREE PROGRAM ‘
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Henry Cohen
New ﬁehool for Social Research

When one is addressing curriculum problems from the vantage
point of a professional school as distinct from an inter-
disciplinary seminar program .such as Mr. Parnes described,
one mqst struggle with the mix in the ecurriculum between
the theoretical and the practical. So I would reduce the
problems to three elements for consideration.

First are the ftextural problems, second are the knowledge
problems, and third are the technigue issues: the three main
components of the instruction situation.

As for the value cuestions that have been raised, frankly I°

think that if the social work c unity is going to get into

the issues of manpower, it will be doing itself a disservice

if it starts with an adversary point of view. ‘The way.in

which we deal in our program with the value question is

twofold: we have instructors with almost every conceivable
\\\geint of view and we have a broad mix of students.

remember the first faculty meeting last September, when
all of these different people from the world of work and
elsewhere were getting together and becoming caught up as
a faculty. They started saying that. in order to be of help
to the students, each one should be relatively neutral, not
telling his point of view. I said to them, "No, I'm getting

Henry Cohen is the Dean of the Center for New York City Affalrs

the New School for 8001al Research. He was Deputy City
Admlnlstrator in Mayor Robert F. Wagner's Administration and
First Deputy Administrator in the Human Resources Administration
for John Lindsay. He helped to develop the original manpower
programs in 1960 and recently created the specialized M.A.
degree at the New School in Human Resources and Manpower
Development. '
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you in because of your point of view. That will enrich the
point of view of the student as well as of the program." In
effect, it seems to we what the students have to be engaged
in as part of the teaching prcceSa must be the result of
every point of view including points. of view as seen from

the business community, or the different bu51ness communities
there is no unified p01nt cf view. ‘

The way one dealg with the value quest:on is not by a party -
line in the school of social work, not an adversary position,
but rather by a curriculum which brings in different points

of view, .

The second way in which we deal with curriculum problems~-
mixing our students--would be a little harder for the school

of social work. We have students from different disciplines,
from all agencies, Ffrom private business and voluntary agencies.
In each class pnople aie being exposed to dlfferent perceptlons
o%” the world of work.

It's been fascinating to me, as one of the inventors of the

concgbt of the manpower system, what a narrow conception of
the/ manpower system we have had. There is an enrichment

process that takes place with regard to the .broader manpower

gystem and the human resource system when you have,a mix of
/students and a mix of point of view,

However, in writing a curriculum, don't expect much help from
tie practitioners. You cannot expect them to give you more
than clue words to what theycneed in a pérson; nor can you
expect even to receive the clue wopds systematically or
comprehensively; nor can you exp€ct them to be consistently
imaginative enough to define somefhing that they might use
if they had it, but aren't aware of how useful it could be.
you have to get beyond the fact that plactltloners aren't
defining skills they need.

¢
avold the tendency to devote yourselves to the barriers and
hangups so that nothing happens for a year. Your strategy
has to be how to avoid the limits of the field, the limits
in your own profc sion--all of the philosophical dilemmas
that are really.hanqup issues. Don't depend on the practi-
tioners; don't depend on your students for the answers.

Keep moving, Defy the ordinary laws of gravity with regard %



83

Lo program development.

Another thing we discovered as we were getting clue words
from all over the'world about what was needed in a manpower
curriculum, was that there was so much to be 1ncorporated
that it couldn't be done in two yvears, We decided to break
«up our semester into two parte, ‘ ' '
Initially.we offered all the .courses on a seven week basis;
imagine compressing a course on "Sociology of Work" into
seven weeks! Well, Parnes compresses it into one evening,’
"so I guess seven weeks isn't all that bad; but can you
imagine compressing a course in "Planning and Methods” into
. seven weeks? N ‘
We discovered in the course of the first semester that in
some areas the compression was just impossible. The faculty
and students complained that before they gained altitude
they were already hawving to reach the landing point. So,
with a sensitive ear to the faculty and students; I decided
what were the subjects that most needed stretching out to
fourteen weeks. As a result, some courses are seven and 3
some are fourteen weeks. : : :
But if(manpoﬁer content is to be offered within the framework
of other professional programs, one of the things to explore
is how it can be integrated into other courses in the
curriculum., They don't all have to be manpower courses.
If there is a course in "Social Planning” or "Methods of
Social Planning,” build some manpower content into that course.
You don't need a separate manpower cOurse for.every field.
Now let me enumerate some of the courses that we are offering;
I'1l just rezd for the moment from our first year's outline
because I'm still working on the second year. Certain th;ngs
V' that I can assume would@ be coverad anyway in a social work
Y gurriculum, for example a course "Economic Politice and the
“Sociology of Poverty,"” I have to offer as an individual
course in this program. :

Our course "0001ology of Work" will have a different emphasis
dependihg upon the instructor. It could deal with work in the
history of man, approaches to work in different ,cultures, a
cross~cultural view of work with different theoxies of work:
the Marxign view of capitalism and labor, the capitalist -view,
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the,work ethic, the Protestant view, and with more current
issues in terms of quality of the work experience, work
satisfaction, leisure time and the whole set of work issues:™
;Incidentally, it woeald seewr to me that that kind of course

would-be a good one for all social workers, even if they
aren't goipg:into the manpower field. Co ’

. < ) . .

Next.we have a number of courses to deal with l:bor economics,
' labor markets, the structure and dynamics of urban manpower
and manpower economics, and we're going to have an. introductory
course in economics because we find our people can't effectively
understand some of the terms, used in the labor market courses
_WLthout.some basic bachqround. This is a course that most '
social work students could take elsewhere in the university.

- Then we have a basic introductory course in the field of
manpOWer as a required course for all students. We offer,
one course in "Learning Theory and Problems of Special Groups"
and arother one on "Process in Career Development,' that's

the new language for the counselor. -We have another basic
course on "Training and Overview" and we are going to offer
‘more courses in the training field. We have a full semester's
required course on ”Qudntltatlve Methods of Ménpower Research."

B seren week course on '"Managing a Manpower Program” covexs
. the elements in managing staff ‘problems, budgeting problems,
‘organizational problems, and service delivery problems. We
‘are offering a fourteen week course in program design that S
is both conceptual and methodological in character,

" Then, partly because we think people in the private sector
need exposure to the oerspectlves of the public sector, we _
are offering a cours: -in "Publlc-Prlvate Sector Relatlonshlps.
Two powerhouse 1nstructors are doing it jointly: the State
1ndustr1al Comm1551oner and the Vlce—Preeldent of a major.
Other courses in managlng 1arqe scale organlzablons deal with

the nature of organ17atlons and some human relations persorinel
isgues.

In the second year there will be some very practical courses
such as a seven weeker in "Program Writing." Again, to the
extent that social work programs deal with proposal development
there would be no need to set up a separate course for manpower
students.
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MANPOWER DEVELOPMENT AND SOCIAL WELFARE:
AN INTERDISCIPLIY ..  TICTORAL PROGRAM

Dennis Derryck
Brandeis University
Florence Hell r School for Advanced Studies in Social Welfare

The manpower program at the ‘Heller School -ras desrgned Lo
relate to the other programs that exist within the resg of
the Unlverswtv, and to take into consideration what exists
at the other un1versrt1es in the area. 2

Since schools are limit ed by the resources of their own

" faculties, the Center was established as a separate progxram,
but it ‘has only one full-~time staff member, How do we
handle this? We bave a program where all our modular
courses are taught by people from.other universities--~
Harvard, Tufts, Boston University, Boston College, North-~
eastern University. ) ’ .

In trying to develop a full curriculum in the manpower area,
and ir looking at the problems of generic and specific B
knowledge, we\dlscovered ‘that it is specific areas where

we can't’ flnd ‘courses. Therefore, we use modular courses
that run from two to eight weeks,and develop ‘them around a
given area. -

In partlcular areas, we pick up other courses to éet the
.skills and techniqu€s that have been developed in order. to

Dennis Derryck.is Director, of the Center for Manpower Adminis-
tration and Development at the Florence Heller Schcol for
‘Advanced Studies in Social Weifzre at Brandeisu University, a
program underwritten by an institutional grant of the Department
‘of Labor. He helped o develop andé was Regearch Director of the
Joint Apprenrlceshlp Program, a pregram co- sponsored by the

'A. pPhilip kandolph ‘Institute:. and Workers Defense League, which
concentrates/on‘opening up,minority job opportunities in the
construction industrv through the apprenticeship system._ .
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bring them into the manpower area. For instance, we have
a course on manpower planning that ran four sessiones. We
‘thought that, through the regular planning sequence, the
students would have already gotten basic skills and then,

in these four sessions, they would.be able to integrate .
manpowar content into the conceptual framework:'they learned
‘earlier. ) '

. . r R

‘This is a Ph.D. program. We start 70ff initially with)a set
of core courses in four priority areas: one in "Urban Education
-and Manpower Policies"; a.second dealing with the "Sociological
and Psychological Aspects of Work; two courses on. "Urban
Economics/ and the Economics of the Labor Market"; and a very
special course on the "Manpower Problems of the Disadvantaged.'

. : R
It doesn't end there. There is a required course on "Income

Maintenance." There is a research sequence in which we have
such courses as "Or*rational‘Research and .Complex Variables,"
the course in "Mui ' -Varied Analysis" is a Lequlrement of all

our Ph.D. students in the manpower area.

We get a mix of views by opening up all our modular courses to
staff from state .manpower offices, from regional federal offices,
and the CAMPS directors. Students within the manpower program
{therefore get a range of views from. these -various agencies in

a number of courses. c

The program is heavily research-oriented and it focuses on
structural problems and how they affect the employment of *he
disadvantaged. We relate a great deal, for example, to the
gérontology,program and doctoral research on.the employment
problems of workers over 45--the gerontological implications,
“whether or not their training should be specialized, where
their placement should be in light of their coming retiremeﬁt,
We are also developing a course .on the "Administration of
public Programs" at the Harvard Business School, the Kennedy
Institute, and the Heller School. We are all working out the
 type of courses that should be taught jointly, at. Brandeis,

or rotated among the three schools. |

In studying the primary labor mairkets, wefhave been concerneﬁ%
about the situational and institutional components that affect
_individuals, and have come up with two sets of structural .
factors. ‘ y I i

£ -

\
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The first includes the factors that are intrinsic to the job,
such things as customs and traditions, facters involved with
dlscrlmlnatlen, on~the- 3ob problems in eacﬁ@§%m§i7ﬁlar
industry. «

A second set of factors are called ekponalities, such as the
role of the federal government in intervening: with Egqual

- Employment Opportunltles. Strangely enough, we find ourselves

classifying almost all of the suppoztlve serv1ces, when
relatlng to the primary markets, as belnq exponalltles,

We are just finishing one study shQW1ng that, despite-
counselihg assistance and negotiation before arriving at

a particular job, the primary labor market still presents

an entrant with obstacles, For example, discrimination

and on~the~job problems are so inter-related that we find
there are almost no supporting services tha£, in a traditional
sensge, c¢an be given to 1nd1v1duals once they enter the prlmary
laBor ‘market 51tuatlon. ' :

We hava also jnst completed one study on the apprenticeship

‘gystem used in the construction industry, the most primary

job you can get and despite average wage rates of roughly
$4,75 per hour, we all know that there are high dropuout rates
for the minorities, and in general for the whole system.-

So we f£ind ourselves W1th a dllemma How do we act as agents

- in- adjustlng to these things of custom and traditxon’ once

you teach an individual to negotlate a system, pass an exam,'
there is very 1ittle, in the tradltlonal sense, that can be

' done to assist thef. ‘ S

The problem is a critical one for us as educators and because
it affects our decisions about where we fit in as change
agents in the primary labor market.




, LNDUS[‘RIAL ::OCIAL WELFARE :
TRAINING SOCIAL WORKERS. IFOR THL WORLD OF WORK

Hyman J. Weinex
Columbia University Srhool of social Work ' Yo

' conceptual schemeé: is not going t¢ be very helpful to bridge
the gap between the world of work and the world of social work.
For years they have passed each other like ships in the night.
The issue is how to develop a linkage--and linkages come from
program development. - 'i “ : :
Tf schools of social work want to get /close to the world of
work, they've got to pay attention to/ services to people at
least at two ends of the traffic-~thg point where people come.
tumbling out of the labor force, ang the point whe*e they
have to get back via the rehabilit tlon ronte.f
at the. Industr*al Social Welfare Center, we,address ourselves
to three types of social worker,/< The primary type is working
in the world of work. : The sécond would be in,a mental
hospital or social agency, trying to help & dlqchargea}
patient get back to the world of work The 'third type!
is the manpower social worker. o ’

We see the social"Wbrker in relatioh to tHe world. of work as .
a coordlnator or mediator between the client and the %prk

.worid. We conceptualize. that the client does not know-what

he has.to do to make it and survive. Even though' he may..

have been in the work world a long time, he needs a reassecsment
The world of WOrL does not know how to 1ncorporate or lntegrate

‘him,

. we do a very narrow conservative, not comprehensive, assessment
of work problems. We ask only whether his problems 1nterfere
with the wo“ld of work and staying Ehere.

f

1 o
~ 5 b4 .

. . - . .

o 4

Hyman J. Weiner is Associate Profegeor of Social Group Work at .
the Columbia Uan&ISlty Schecol of Social?’Work where he directs
the. Industrial Social Welfare Center, a progrzm he founded and
orlglnally developed with the Amalgamated Clothing Workers

Unlon. . - . 4
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The social worker has to learn to operate in several worldge~-

between the client and the work world, between the client and

his family, and between the, client and social, health, and
ﬁelfare assistance sys;ems The soc:al worker serves in a -
cocrdinating ‘capacity. He performs a variety of tasks: i

% The soc1al worker has +o locate customers. For exémple,
when you go into’ labor union, you must meet with
everyd&ne, from shop steéwards through management. A case-
finding technology and a casemflndlng network gets
developed.

* The social worker needs to know what symptoms, what work
‘ hab}ts are not making it in the world of work.
' /
. 1 /
* The social worker has teo provlde counsellng and employL 1
4pility planning. , ‘ //// i

!

' : |

Sometimes this includes counseling ag iﬁsg/those systeﬁs

that lm_erfere° For example the rker finds that the"

first day on the “Sob he does. not like to be talked -to by
) the foreman. We work at thatn—how hé responds to the r@

foreman, what did he dos” “does he really want that job,’

how he has to ho;d back 'some . of those 1mpulses. This
1is A questlon of 1mpu1se control.‘_ ‘ /

Sometimes counsellng 1ncludes,famlly”work. fThere are
clients who really cannot respond to any kind of
counseling hecausé,they are locked .into relationships- .
with the family. Learnlng how to identify condltLons _
\?ndeg which you feach out to famlly members 1= lmportant
* phe“socialvworker does job development when he makes an
employer who has hired one.client hospitable to another.

The socmal worker follows-ug.. He keeps on~going records -
of Lne ‘client-and his work world. , Each social workerf“ ’
does his own assessment and, aftéﬁmthlrty days, get" +he
client’s. ’ , © ‘ cos

[
r ' KN

,, "

* The social worker works - ith the’'work organizationaptheA
shop steward, thHe foreman, the manager. He provides
consultatinn when the client and his bogs are at odds.

o X

>~



\d finally, the social worker handles the client's
:alth and welfare problems ith the employer or labor
iion and intervenes with-health and welfare agencies.
» wins the right to call the agency on behalf of the
ion. He puts some IESpODSlbllltY on the world of
ytk, so they can work hand in hand. '

1;ng is’ involved and consultation is involved. 1If we don't
hraugh to the managers and the unions, then we do not make
A the world of work.

ie& social worker, therefore, has to sit down and lear

1¢ industry, and that is where the people 1n the world

: work educate the social worke:r .

ise our socizl work training on uiie available curriculum,
se have developed a special course called "Social Service
1e World of Work." ' The program started originally with
\malgamated Clothing Workers' Union.and is now based at
‘olumbia University School of Social Work. We have nine
1l work students placed in various positions in the world
>rk, some w0x%1n4 for a union lobbvy, some for a depar*ment

s union. 'Ou. "ain purpose at the Indusirial Center is not
tc get people ‘iyzo the worid of work, but to keep them
e
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WHAT EVERY SOCIAL WORKER SHOULD KNOW:
GENERIC MANPOWER COMIONENTS FOR THE SOCIAL WORK CURRICULUM

Edward E. Scowar. .
Washington Univers ..y
George Warren Brown School of Social Work

Our task was to indicate what every young social worker
should know about work and emnloyment, in other words,
what should be the general components in the curriculum
of schools of social work. - / B :

We took the graduate -school of social work as a point of
departure and discussed modifications to the curricula of
the standard graduate school curriculum.

A fact of 1life that‘we recognized was that manpower serviCeg--
-or the world of work, however you want to term it—--is probably

only the latest in a whole series of-specializations that

social work education has recognized. The social work

curriculum is.already considered by most social work educators

to he rather overcrowded, so it is not possible to add to

any existing curriculum large segments of additional content.

Rather we would introduce concepts relating to the world ~f

work and employment as unobtrusively ag rossible, but

emphatically. ( ,

: /

We considered our task within a kingd o% a latin- square design,
Taking four quadrants, the access or horizontal 'quadrant can
be :divided into macrosystems and microsystems. In the vertical
’! . -— A\‘\‘ I T
| Edward E. Schwartz is a Professor of Social Wélfmxe\AdminiS~
‘tration at the George Warren Brown School of Social Work. Re
- earlier spent a good part of his teaching career.at the ‘
University of Chicago School of Social Service Administratiop
where he was George Herbert Jones Professor in Public Adminig- .
tration ang Social Welfare Policy. He has had a contihuing,
interest ip curriculum development. This is the report of
the conference workshop which considered generic curricylum
components. ) s
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axis, we have the well-known fa?l~= dichotomy of knowledge
and skill. We've left out atti.. . But the first quadrant,

knowledge of the microsystems, relates to knowledge of
individual behavior, human growth and develcpment, and
particularly the impact of the social environment on such
growth and behavior. We develcped, perhaps, three major
categories of cbntent, not as courses, but as emphases.

The first would bhe the meaning of work to the individual}
the second would be universal piroblems of workers; and the
third would be problems of handicapped workers.

. The meaning of work we understand to be the meaning of work
“to the individual in our culture, but with some recognition
of the fact that there are different p0551b1e ‘meanings of
work. We are particularly concerned with making the
distinction between work as an expressive activity of human
action, employment representing-a status, and work within
a particular framework. )

We think that consideration would be given a veciety of
lifestyles and ways of gaining access to needed material
resources. through the extended family, barter systems,
cooperatives, communes, even ?ossibly‘an industrial mode.

We would consider an industrial mode ¢f work or employment
“in terms of both its cost and benefit; the problem of sociali-
zation of the individual to industrial employment; the place
of work in the life of moderd persong. So much for the
philosophicdl concept of work and employment. '

Then we would ‘consider with the stuients whdt mlgkt be called
’-unlvergal problems .of workers: !
* the tran51tlon from~one position to another and ‘the |

crises which accompany such transitional venturesl

for example, movement from school to employment and

changes of employment including upward mobility,

Tk geparat;on From employment, unempléyment and periads

" of unempLovment, ' L

* the transition from employment to nonemployment
sometimes humorously known as retirement.




<

Then we would Consider the guestion of special problems
confrénting handicapped workers, marginal workers--—the
underclass. We weould consider such individusls in terms
of the geneologdy of their status and the ~esults.

Viewing this droup broadly, we would consider workers who

are handicapped for physical reasons, mental reascns,

emotional and Social reasons. This would inclurle drug
addicts and zlcoholics; persons stigmatized by institution-
aLlaatlon in prison, mental hoqpltals and\tﬁe like; thé
soc1ally handicapped, including minority groups and
particularly the poor, whether they are poor by a lack

of education, large families or what have vyou.

‘Then we would Condider the special problems of the unemployed,
the underemployYed and underpayment. '

Now for our séeCond quadrant, which would be methods and skills
to be employed in microsystems. This means. in traditional
social work education terms, chiefly casework and group work.

our'first tenet would be a balancing out of materials both
in the classyoom and in the practicum. / This means for
courses, the development and selection/ ‘of case material
in which problems of work and employﬁent are central--or
at least siynificant. '
Tt would mean; with respect to the practlcum, a number of
options. One Would be placement 1n speciglized employment
-and other manpOwer Servige settlngs. Anotlher would be
placement in 2 mere traditional or possibly genera¢1z9d
setting, with Stimulafion of interest andfocus on problems
of work and employment. & third, particujarly -for younger
and less experiencded students, would be the use of placement
‘as work experience. An effort.would be made to help a
" student becgmg'chscious of the preoblems of work in the
‘large bureauc¥acies, the problems of receiving and deleering
authority, authoritative transactions, and in general, the
nature of organizational processes, including recoqnltlon of
the problemg ©f managers and the care and feeding of your boss,
4 '
The second maior emphasis would have students balancinq cut
treatment persbectives; including more emphasis on such
modalltles as advocacy, necessary confrontation, or other
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v welfare nexus. . i N

‘ ways of working through employment problems with employérs

in favcr of employees: also the use of what is called the
, industrial welfare system, exploiting resources. available
internally in the work situation, not only fringe benefits
and other cash benefits, but also possible sexrvices.

Then, moving from the work-situation itself to the larger
community, we would explore the use of community human
resources not conly in the traditional way of referring

_people to health services, educational services, and the

\iike,:but through interprofessional forms of work organi-
ation, including interdisciplinary teams and cother methods
involving transactions with ‘'other professional people.

We would further need to see work thrgugh client perceptions,
and to study motivation in the employment s tuation; that is,
diagnosis and treatment,.

Parenthetically, it occurred to me as I was working late last /
night over this material, that possibly the reason that case
material and the general emphasis in traditional casework has
not been heaV)ly in the work glac» is bncause Freud's patients
emanc1pated ourse;v:s from Freud but perhaps we can now move
into new areas of concern or at least share our areas of
concern between the boudoir and the work place.

The third guadrant that we'll consider is knowledge of macro-
systems énd what we commonly think of as, the 'traditional type
of currvculum in social polluyr but kroadly. concelved The

major emphasis here is to mobve out from the traditional view
of the history and d@ve]opnen+ of social wplfaxe tojthe work~

[’ ! - ', ! ‘ '
: !
As one example, the poor laws ordinarily are cunsidered a
landmark in social welfare legislation, but they.can also
be‘v1ewed as chlefl"a matter of labor 1eglslatwon.

g

,

oof .
Spcondly, we would deal with the manpower process and structdr
in: the United Stated and the structure of the labor market, .

including enough demographic con51deratlons to at least
familiarize stuwants with the sourceas of data and the terminoloyy.
The study of the labor  market as we vall it here, is an old
fashioned study of labor economics.

8 ' L '

37



E

I

O

RIC

Aruitoxt provided by Eic:

95

Thirdly, we would consider problems and frictions in the labor
market, with particular emphasis on governmental intervention
to eliminate such problems. This would include description
and analysis of manpower programs and services, and of human
resources program services that impinge particularly on work
and employment.

Finally, possibly, we would venture into some pertinent problems
of macro-economics, particularly the reciprocal relationship

of unemployment and inflation. .

Ouadrant four turns to macro-methods, methods tc be used in
operating a large social system. We would consider that, again,
in tracditional terminology. This would represent azn application
of skills in adrinistration, community organization and planning
to the neophyte social worker's view of the world of work and
poverty. ! ' -
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TRAINING MANPOWER PROFESSIONALS IN SOCIAL WORK: T

A CURRICULUM FOR SPECIALISTS , . ' .
Herry Specht
. University of California School of Social Welfare

%
For identifying what kind of knowledae must be included in
traanng administrators, prog-n~m developers and planners
to.work in tbhe field of manpower, we separated out generic
knowledge~~the 'kind of things people would get in core
courses: spec .fic knowledge~~the sort cf things requiring
specialized courses; and. experiential knowledge-~~the sort
of thing students would get in field work. _ i

If we wanted to organize an entire MSW program to prepare
.people for az-Tareer in manpower, th= curriculum plan would
start with broad conceptual analyses of problems and the
dzvelopment of a systems view of the world of work and
manpower, around which both course ond field experiences
would be organized. It would include training, problem
definition analysis, statistical mappings, manpower problems,
~manpower opportunities, causes, theories &about proklews of
manpower, both from a structwral and an interpersonal point
of view, analysii »f current pyvograms and pOllCleS, training
and proposal writiu~ for mannower programs, manpower planning,
program administration and mbnpoweryprogramming, program
evaluation in manpower and so forth.

3

Most SCHools si imply don't have the resources ton set up that
kind of a sel?ﬁ¢onta1ncd unlt for individual problem arecas.
In addition, the problem fécus as a way of organizing
curriculum mlght be both too broad in some respects and

too narrow in others: too broad in the sense that it attempts

Harry Specht is Professor and Chairman of the Community Organi-
zation sequence at the University of California School of Social
Welfare in’ Berkeley. He has written exten91very about community
organization and scsial work issues, Thl% is the report of the
conference workshop which dealt with currlculum needs for
otudento xajorlng in program planning and admlnlstratlon.
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to prepare students to deal with everg&hing in an institutional
area, and too narrow in the sense that if you are training
students for a career in social work you are often dealing
with young pecple who don't know about the institutions of
social welfare and its various modes of intervention. Focusing
on one problem area may narrow the perspective of the students
too early.

Returning to the 1dent1f1catlon of genevlc, specific and
Xp eriential knowledg I would n01nt ‘out that social work

education is always struggllng with this matter, as are all
professions at different times.

ey

In social work I think much of the debating that goer on,

{ for example, around ethnic content in the curriculum, is
often an issue of the generic versus the specific. Do you
in community organization focus on how students will work
with the black community or the Puerto Rican community
specifically, or do you deal with the more generic problem
of how to gain entree to groups generally?

. , } ,
There is material in all of the introductory courses to the
various areas of sccial work training that prowvides students
with the kind of general knowledge they would need to work in
the manpower area, as well as any other. That is, students
require the underpinning of social science concepts that
apply across the board in many institutions..

For example, ong.of the items.of importance to manpower
apecialists. herp was the not;on that you have to develop
. a good deal of gkill in group management, in being ableé

to work with dilfferent kinds of personnel as well. as
community grougs. That we tend to view as a kind of
knowledge and skill that is generic and would be found
in most MSW programs which prepare a student for adminis-
tration, plannlng and program evaluatlon. We would tend
to view as generic skills, for example, dealing with
legislators and local officials, legal procedures, -how
to use information systems, program planning, propasal

§ writing, analysis of communities, organdzations' influépnce
patterns and power systems,

Now on the experiential end what students would get in field.
work and various other kinds of experiences where they apply

[
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ideas, would be such things as learning the names of different
programg, understanding the traditional functions of staff
within the manpower system, learning the specific rules and
routines that operate, becoming familiar with what Murray Frank
called the fraternity, the club that exists within the manpower
field.

An incidental problem that was raised in regard to experiential
‘learning was that many social work schools are reluctant to

use pegople as field instructors who don't have MSWs. This
creates a barrier to getting students into manpower institutions.
The workshop did not view this as a problem in the sense that

the essential question involves the educational experience:

what are the students gg/;lng and whethgér the person who provides
the 1nstructlon has the capacity to give it, that the MSW was

not an essential requirement.

On the issue of specific knowledge, we're not very’' clear on
~whether this material should be given in special ccurses on
manpower or might appear in core courses as they were described
by Ed Schwartz. . ~

For example, come +«rings I will mention could be part of an
introductory course on human growth and development, in nother
course given elsewhere in the university. The following, in

no order of priority, are major items identified as the
important, specific kinds of knowledge that students would
need to be administrators or planners in the field of manpower.

First, some preparatlon in 500101ogy the psychology of work
and the world of work. Second, the study, of urban economics,
economics of the labor market, Third, the developm¢ - of an
ability to deal with data on local laLor markets and. some
knowledge of the sources of datia - or the local labor markets.
Fourth, the .impzct of public policy on the labor market and
the impact of manpower policy on what Herbert Parnes referred
to as economic policy to maintain a high- level of demand or
stabilization. Fifth, the ine¢?itutional arrangement that
pertains 'to manpower agencies and organizations. Sixth,
methods of analyzmng and assigning dellvery systems for
manpower: programs Seventh, job developmeﬁt skills; such
things as understanding how to talk to people, industry,

how to deal with jobs-creaktion issues. Eighth, career *
mobility planning, staff development. Ninth, an understanding
of the language and thc factors involved in packaging plogréhs
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-ena. Tenth, a collection of items such

in the manpower a:
“h puolic and industrial~-industrial relationg,

s unionism~-LOT
licensing, dealing with merit systems and civil service.
!
.
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TROGINING SOCIAL WORKERS :
5 MANPOWER CONCENTRATION IN SCCIAL WORK

‘ Valerie Jorrin
Columbia University School of Soctal Werk

1

Our program at Columbia University, the Laberatory for Community
Programming, has been concerned with the development of a
field work program in manpower for social work students in ‘

community organization and planning. It has three main
components: - (:j/, ’

e
First, _the students are assiyned to work in varlous‘p:oiram,

agencies with people in responsible positions who arrange
and supervise their work in the agency. Selection of, the
agencies, anﬁ\Iétlons regarding program assignments and
supervisors, matching students and agencies, and. dealing
with any problems over the yeaxr are all the responsibility
of the Laboratory staff. In the termlnology of the "School
of Social Work, students are "placed” with the Labo.latoryvs
which then carries out and completes the field assignment
process.

Seceond, field instruction is provided by the staff of the
Laboratory, trained social-workers experienced in community
‘organization and planning, who are based at the School of
"Bocial Work. Social work crientation and skilil is developed
in an integrating program carriad out by the Laboratory staff.
It in<ludes individual field instruction, weekly seminars
whic : encompass special presentatl9ns by the students,

Valerie Jorrin, Project Director of the Laboratory for
Community Programming, has long been involved with ficld

, Wor% programs in community organization and p;ﬁnning. ,

“While with New York City's Housing and Development Adminis-
tration, she developed paraprofe551onal and oﬁvt e-job
training in the building trades for residents of poor
neighborhoods as director ‘of the: emergency housing repair
program. The program of the Laboratory for Community
Programming is described in detall in a. companlon report
to. rhls volume

e
o
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readings, 'and guest lecturers, and collakorative student
efforts on term paperxrs or other projects assigned in the
classroOm. The suhjegtc of the seminars, papers and projacts
are all based in the field experience, but go far beyond
discussion of Adaily activities. The - provide opportunities
for advanced work by the students incivicdually and in groups.
In analyzing major programmatic and political issues, the
students are able to compare different verspectives in
depth--in this case, the views of the manpower agencies

with views generated by a social work orientation.

Third, all students placed with the Iaboratory are reqguired
to take the course taught by Russell Nixon, "Manpower, the
Labor Market, and Sccial Policy." Although this is only a
one-semester course, it provides a basic introduction to
manpower orograms, policies, issuez znd dsta sources.

We have fouhd that a field work program {as contrasted with
a discrete assignment for one, student) which includes a
variety of assignments undertaken by different student
participants, group seminars and-projects, and school-based
field instruction,r in combination with at least cne course
such as thkz one taught by Professor Nixon, does provide
meaningful training in the manpower, field w1th1n the social

work curriculum. L

In each of our three years, the field assignments and over-all
activity of the lLaboratory was different. This was a delibergzte
exploration of various options. We think that this third yea.
was definitive in terms of the agencies where the .students
workﬂd, and the quality and extent of the’ manpowe*~SOC1al
work relationships in which the students participated .and .

I from which they learned about the manpower fleld about social
work, and about thelr own Sklllsa .

This year our approach was to develop manpower -assignments
in government agencies at the city, scate and federal levels
that were dealing with aspects of related programs. These
assignments were in addition to several in our community
technical assistance program in day care that we had:
established the year before.
' ' / 13
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Becaqse of the curre ﬂt interest in. "workfare" and other weys
of connecting welfare recipients with work ﬂroé:ams,uvé
looked for assignments that -voald deal with these efforts,

a oavtlcvla-*y critical development for those concerned

with social welfare.

This is the way it worked out: o ’ -

One student was with the State Emplqyment Sexvice where ‘she
carried :ut a research project comparing WIN participants
who w2re working and off welfare, and WIN participants who
were working and still receiving welfare : '

2 second student was with the ‘lanning anit of the Emergénci
Emp1ovment program of New York City. She woxk ed on the
last-phase efforts to move peoole from DuDllC service
employment into unsuos1dlzec jobs. :

A third student was a member of the g}anning‘and evaluation
unit of the New vork City Department-bfWEmolementﬁ He did

‘an evaluatton of institutional tralnlng vindors, participated

in a taskj force stuvdy of macros Lconomlc factors in the

New vork {city labor me' ket in nreo aration for -revenue
sharing, and helpaed develop e -aluation instruments for
the WREP vrogram. {This is the attempt to move public

assistance funds into iub creation which was described
by Commissioner Rose.) ‘

A fourth studemb was involved with laboer wmarket anz ysis

qnu prOgram- faluatlon at the Manpowel 5 e2a Planning Council.
the New York Cltj CAMPS. He worked p;lmqriﬂy on various
aspects of the WIN program. _ f ;

The fifth student in manpower was a member of the'WIN'task
force in the Regional Manpower Administratorts office. He
was involved in monitoring how the WIN prodgram is bging
carried.out in New York and New Jersey.

These students learned about the va:r .cd 1mplementatlon of
manpower programs about their relatlonshlp to welfare programs,
about enabling legislation and the implications of alternate
policies. They were particularly interested 1n the Talmadg

9o
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of the seminar was
legislation and

ways his agency or
how certalin aspects

just being impilemented, and so, six or se

how
took part in preparing and
distribution to jthe

Fd

ven weeks

etiailed analvsis of the

Being impleménted. Each student

gathering, relevant material for
group, in presenting and analyzing the

program was invelved, and in discussing

s could help or huru Cl’onts. Everyone,

devoted o a
it was

including the staff, leawneq a lot.

The «'ads of skills learned were: analytic, prr-rammatic and
political. Program development, analysis and uaalug}fon were:
_part of every ascignment in scme way. ExPogpre(to legislation
and its broader vclitics was also basic, as w=2ll as the morée
mundane daily politics of"eacdh irstitution. ~dditionslly,
through the ‘Laboratory, the students had their -own ‘manpower=—. s

welfare-day care network. The' were able to }elpléach other

in their field a951gnmento,and in thelr class work as a | .

‘result of the Lnter~relavlonﬁhlps‘of the .assignments and

.. their.involvement in a Progra. whose scope was ﬁroader than

any posolble in a 1ngle assignment.
s ) ‘ RS 4 ' o . -
None of the students were involved in any direct . servics, |
but-since’ all of them had already had experierce they had. '
a sense of wuat happens to people involved in the-: programs--
and they ware sen51ulve to ‘the distance between.clic:t and
prog-am plannepu It would seem that pecple working in the
manpower ield as ‘planners and administrators should have ,

some baélc knowledge and experience.at the client level.

N

s

the actual experience’of working witH &lients
- - made’ our gtudent social workers almost unique in these |
programs where their colleagues were eccnomisfs, econometrists,
planners, |political scientists and other assorted manpower =~ "
o professionals. It was dpparent that client hkeeds as a .frame:
' ‘of reference was a distinct contribution,

i
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'THOUGHTS FOR THE FUTURE

C e Y
® Jule M. Sugarman . S
New York CltY Human Reaources Admlnlstratlon

Y

h'd ’ - . . . g .
S " Thinking out where you are going in a long-term trend, you
have to look very carefully at the pature of manpower
- problemrs in the vears ahead. . I susgect that tne past is,
' #  not goLQg to be pertlnentr;n_ngENy precise way since the
" natyure of the United Sta tes? manpower problem will change .
in some identifiable afd other unldentlftable ways., T
' ' One ldentlflable change will be‘that the manpower pool, the
number of people of working age, is certainly g01ng to show
, sharp fluctuations because of the changlng birthrate botn -
I upward and downward. That implies that there is going to
’ be more or less employment. There are likely to be peripds
of severe: shortage of manpower in this®country; as well as
s perlods of severe qver-supply. 7 : 4 S .
ot " ’Lg
Secondly, the klnd of people who are a part of the manpower
~  pool are likely to change' 31gn1f1cant1y. One "trend which
s clearly identifiable is the involvemént of moreé and more
p “womeén in the manpower pool, women of all ages, women W thx N
' and w1thout«ch1Ldren. f‘; \ . , L ) /[‘ '

.-'M

' . My own bellef is that you w111 see‘a mucﬁ%heav1er 1nvolvement
v fbf young people in some,form of manpower pool because I eXpect
'that the essential educational reform of the. next decade will-
. -place more and more hlgh schSol students in work: sxtuatlons'
' - of some type. I frankly don ti believe there is enough content
to fill up ‘those twelve 'vears nor is there. %npugh 1ﬁterest on

the tart of the atudents«to stay twelve years in school. .
. \}\ < 5 v . . L

A \

-

»

Jule M. Sugarman, Comm1331oner of .the Departmerit of Soc1a1

¢ :Services and Admlnlstrato of the’ Human Resources Adminis-"
tration, oversees all of N w York,City's programs in social
welfare, manpower, youth chlydren, and community actione-
He was one of the originators of Project Head tart and .
' ser'ved as Acting Director. of thé Office of Child Development
in the Department of Hea]th Educatlon and Welfare.
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‘Developing more alte¥natives to- ckassrbom educatlon isg- golng ~
te have-a manpower ‘impact. We now have schoola without wa}is
where students concentrate heavily on experience, as, distin~
guished from formal® classroom instrugtion. The Human Resources’
Administration operates an Executlve Intern‘Program for 800
studehts workiny as Spec1al assistants to-senior executives

in the public and voluntary fiield, without pay, but with a
‘manpower development -concept. : -

- ',4 o ' ] ) N . T
The, cooperative educational program in_ thé city has gjpeen long
'established and I think -will grow. substantlally, g0 I see a
whole body of new peopletbelng adQed to the manpower pool and
creating, of course, other kinaswoi problems.

I think there will be nuch more continuity in educatlon- by

that, I mean pedple leaving school and worklng for periods of
time and comlng’back to school--in and out of the employment
_market ‘That's g01ng.to create some problems. ' : )

r.5Y . L . ¢ N “

A third change is Ehatithehnotion of\ "one career for my life"
is becoming largely”obsolete as people fi themselves pt

changlng their careers once, twice, or - -even more timés as

‘they. move along. Partly, this would be a reflection of just
boredom, that people don't want to do the same kinds of. thlings
‘again and again and4again. ' ~ S

You w1lI\}1nd more older people gomlﬁg\into the employment :
market; agaln, partly because of boredom with retirement

_which is really moré than most people can stand, \and partly
because the econpmics of life are such that people on pensions
-and social security are often not adeguately supported. A lot ‘
of them will be forced back into the market at least dn a
part~t1me ‘basis. -

Fourth I thlnk that the educational system will improve.. ¢
"I know that’s a big’ assumption, but I think it will improve.
'~ to the point where remedlai effort, now the budk. of many
manpower programs, will diminish in rmportance: '
- o ‘*‘.. : LI

'They won't have to have Engllsh’as & ‘second laﬁéuage, they
won't have to have tralnlng in basrc skills, they won't haye o
to have*high school equlvalency as a major element of’manpower/,
programs because people aré going to ceme out of high schools

prepared to enter the work 'force. ,That-mayﬁbe_an optimistic”

S C ; o e L e
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assumption, but IMthink it's-a trend.

I think the problems\of alienation with work, or borédom,
of dissztisfaction with going to work will force all sorts
of changes and w111\ﬁorc9/the prlvat economy into broad

social plans. AN ) . 7 :

AW
I say that because” T think that in order tec attract and .
" retain employees, employers are goihg to have to offer
something more than work. What this is, I am not sure
ofy whéther it's educational opportunltles, whether ft's
@& recreational® opportunities, whether it's. something -
E that nobody ever thought of,_I‘m not sure. But I really
think:that it's going to be very tough‘to get people into
*  competitive t{pes cof work.  We aregeeing that now in the
auto industry\in Europe. 1In followl ng some of the experlments
in the. Scandinavian countries you k ow/that all sorts of
wy " free de'signs of. work are belng tried to 1ncrease§job

\

qatlsfactlon. PR . . i e

t

And finally, we are undergoing very radical chénges'in ,
family life in this country. One need dnly look at the ~ . .
. divorce rate; the proportlon of .women- worklng, the number -
of children born outside %egal marrlage, and the new style-
of living in the communes, to recognlzehthat all sorts of .
: social support programs are going to have to be developed
-~ . for famllles that are not reélly functlonlng as famTiles,
i at least as we used to think of . them, N - . .
) :

' All of these things say to .me that the work of the social
worker is going to undergo some sigriificant changes. I
believe he will be more involved in the private “sg¢ctor than

) he has heen in the. past and, perhaps, 1es;éfﬁﬁthefpub11c
: sector: certalnly 1f the administration h its way, it °
W111 be a 1lot 1ees 1n\the public sector. 2 ‘
:In a long~term sense, Ikthlnk that the problem ‘of dealing
with the "disadvantaged populat1gn"'w1ll be gradually
. reduced, and that the manpower field will be dealing much
v more with questlons of -hew te get people contented in their. e
‘lives of work, and how tor help peoble through transitional -
stages. from. work to educatlon ~or through changes in career

along thg\uay.' . | - . - .
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Therefore, if you are turning out pecple who are going to.
be leaders ten, fifteen, twenty years from now, ‘which is
really what most of you are engaged in doing, I think an
lot of thought has to be given to whether or not they

will be ready for those kinds of challenges, so distinct
from the immediate challenge of getting somebody who can
run a good manpower center for the Department of Employment,
~a good employment office for HR¥, or a good casework

" consultation service for :the WIN Program. .

i
-

Those things need to be done, but I bBelieve that one canngt
“afford td lose sight of the long term gcals. As theée changes
occur, it seems}to me that a social worker is g01ng to find
himself in rather severe competition with people from other ‘
‘discip;ines such as psychology, industrial relations, even .
education. I think they will be struggling to do -all the .

kinds of things that social workers say they do now. ; -
To dlgress for a moment, I'd like to mention an experience

I had a number of years ago when I was employed by the

Federal Bureau of Prisons. \ I used to visit prlsons

'regularly .to observe the processes. g01ng on there. At

‘that time, there was . a device walled a Cla551f1catlon

Commlttee, which normally consisted of an Assoc1ate Warden,
_Captaln of the_Correctional Officers, thLe psychlatrlst or
_medical officer im-attendance, the chaplain, the social
workers,‘the educators, the psychologist if there was one.

Evéry case that came into the institution was brought before
“that Committée for. a determtnatlon of the individual's

programs. . . N o -

o

After I_héd‘sat-\hrough_a‘lot of these discussionsg I began
to chart the Committee members' comments. The theory was
that if you had_all these different disciplines around the
table, you would get the values and skills that each of"
them brought to the- table.

. i B
The truth» ‘however, was that there was no. ‘correlation between
what peopleé had .to. say and the prqfesqlonal dl§c1p11ne ff%m
. which Lhey came. 5 D v e .
- B T A - V4 %
' That is not in any way to denlgrate the comments that they
were making, but simply to say that the body of knowledge

that we are: talklna about in that situation is an over—archlng

[ . " .
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body of &nowledge that cuts across prbfessmon and thaoﬁ
people who are trained’ .in education or sociology'.or social

“Wwork, and people 4-ralnec'l Ain psychology, do not know essentlally
dlrferent things. o : a : . -
B . ‘ ’
s :
There may be dedrees of difference 'in orientatibn, the:e may
‘Dbe. deglees ¢f philosophical difference, but those seem to me
to be small variations based on th§<1nd1v1&ual persona ity

or personal Dhllosophy ruther than the institutional or -

orobe534013 packground. 1

I think the same is *r in the field we are t ing .abou

I think tThe same is true in the field we are talking .about
todavy. nnether vou are trained in a school.of industrial
ze%htions, 2 school of social work, or in education, doesn't
make a lot of difference. The ki nd of information you w1ll
need will he esse nt ially the same thlng° :

I listened to some of vou laying out a proposed cqrrlculum

= -

nd I was thinking that one was"pPublic Administration 101"

‘and another was gpaduate, "Legislative Social Policv": the

same thing with different titles, the:same basic kinds of
skills and xnowledge that you will flnd in any profess1onal

fie Ld . P
. -

e .
That sugge5ts that schools of social work really ought to
think very carefully about whether ‘they want to make an o
.t.nvestmen*L in developing currlcula at either the under- R
gradtate or graduate level that comprises a gpecialized _
social work approach to manpower problems. Frankly, I have .
grave reservations about that. : ) -

. \
There are a number of such schools in the country, including
. Col: mbla, Wthh have 1ndeed developed extraordlnarlly valuable »
and useful manpover apploaches within the school of docial
wozrk. That principally -reflect$§ the strength and skills of
the individuals that pursued support for their £igld of
interest. I also think the institutions could have done
it equally well in the school of 1ndustr1al relations or
the school of educatlon, or in a lot of other places I
.think it's almost' an acc1dent that they were in the school
of social work : '

PR N

I think it gould be a far better 1nvestment of time ahd effort T
for. most socialvwork educators, partlcularly at the under-
graduate level but even at the graduate Ievel,  to concentrate
¢ — . s R . _
: | 101 | :
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. on the development of coooeratlve relatlonshlps with other

departments within the university, .to identify:pieces of

- the€ curriculum that are dlready adequately developed in

other schoolg or other departments, and to concentrate on
$Huilding cooperatlon among departments. For example, it
is my understanding that here at Columbia, Mitch Ginsberg
has been 3eeking to develop very close- refetlonshlps with

- the School of Business Administration by recognizing that

S f

competence” lh management is very heavy there., Why iLs it
necessary’ or useful %o try to Build the same set of skllls
.within the School of Social Work’ ' .

So I offer a'word of caution: before everybody leaps in and
starts developing manpower education programs because
‘manpgwer is important and popelar look around and see
what s already there. | . Lo : , °

-There“s‘yet another value to gooperative programg, and. that

-is*tBatgthe students get a variety of philosophjes and
-exposure’ to different parts of the un1versif§.m It's a

nmistake for any student in.any field to &pend all of his

time in one area rather than.-being exposed to other orlentatlono.
That's how we build up" the notion thet is so prevalent in

my organlzatlon—«that a social worker can’t work with -a manpower
expert a manpower person can't work with a drug counselor,

“and a drug counselor can't work with-anybody'else. That's k

why you get this historical: flghtjbetween the Department of
Health, Education and Welfare and,the Department of Labor

that- has crippled manpower prog¥ams for years.

I think that. traces back to people wanting to get everything
~identified with their 'particular profession, and their
partlcular 1n2tlautlonar background rather than recognizing
the need, skills, and the contributions that other departments
can make. We spent, over the last ten years, & lot 'orevtime~
on honorirg who should be in chargé than we have or/ the

" . substance of the program.' It's time to get on with the -

.substance.,

5 ) f



A MANPOWER PERSPECTIVE FOR NASW ‘ :

- , Mark Battle - T
National Association of Social Workers: -

R
s
.

. ’ - RV TR
We have to face sqguarely the ‘notion that the seftlng doesn" t
necessarily define the m:ofess:.on.Q This is an,issue which we ‘}
fail to come to grips with %ll the tlme., The settings, .the-
:nCOQQentS, do define the qubstqnce of practice but .they don't
define the essential structqre'of the_professioq.
-\
There 1s a2 read problem for any profession that faces a’ new
varea--lts own7profe551onal role identification, -if there is
‘one. And if there isn't ofie; we have to face .that. squarely
‘ard say so. The issues of what social workers sbould do in
manpower and what they can do, are. both very legltlmaLe 7‘ L
’quest*ons. o : - P ’ .

2
ES

Tt may very well be that the arena of advocacy, of erviron-
mental manipulation, is the ‘arena in which-.we- have to put the

.

heavy empha51s when .we move 1nto manpower. o

There is no questlon abou; the profe551onal asdéc1atlon hav1ng
a conmltment to the appropriate 1nvolvement of social work in
manpeower, Our current delegate assembly is dealing with ‘-

" manpower as one.of the five primary issues.. Y ot
The major part of its, concern has to do with what is happening
with social workers on the currefit scene; but there is another
‘oart that has to do wgth what is happening to secial work clients
in the current scene. That part propels the proﬁeSSJon ‘into

. facing squarely thé 1mp11catlons of .the ellmlnaﬁicn cf . the

‘

e

‘ . -

Mark BRattle, Assoc1ate Execut;ve ‘Director of the Natlonal
" Association of Social Workers!, is engaged 1n the broad reorgani-
zation being undertaken by NASW. Formerly Deputy Director of
the Neighborhood Youth Corps and Deputy Administrator of the
. Bureau of Social Programs, Unlted'states Department of Labor,
he represents a, pevscnal prototypeaof a profe931onal soc1al -
worker who has made nls mark in the manpower fleld . &

<
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Emergency Employment Act which lmmeolately puts 140, OOO
peOple out of work over-a very llmlted tlme A ;o

o
pe

.B concern of ‘the' profe551on with 1ncome malntenance s another -
indication of the. concern with manpower, without’reference to.

the specific development of manpower specialists or analysts..

But 1t£hs just a short jump from a «concern with manpower

pollcy issydes and cllents to a concern with developlng social

. workefs Wwho can be better prepared to deal with that kind of
problem in’ socleey. <. : Cap

L3
s

The Association hao developed for 1+self new manpower .
classlflcatlon schéme. That scheme did nds specifically %
take into accoun+ an involvement of social »workers .in ‘manpower
as we - haive been discussing it at this conference, but I would
wager without: much reservatlon that some of these concérns
wlll\oellncoryorated into thaf clasS1F1catlon scheme at the
nexc'writing., _ '\ - T

}There is afso a task force within the professlonal association
in ‘connection Wlth defiritions of specialjzation within the

-+ -professioni All these years, speC1allzat§bns have been .

- certified. on thé basis of settlngs, on-the basis of problems,
and on the basis.of methods: but nobody has had a consistent
set of definitions ‘of spe01allzatlons within the field.

There is now an' effort being made to do that, and I think
that there will be serious:consideration, glven to including

"a Speclallzatlon in manpower or, - at least;. the, inclusion of
some of these manpower concerns in the spec1allzatlons that

~are deFlned . - . : o L '

14
The professlonal association is also beglnnang to~make a major

-move in the. area of continuing educatlon, not in terms of being

‘the kind of resource that universities and schools of social
work ip themselvegxreplesent but exercising leadershlp on a
national lev¥el to insure that appropriate contlnulng education

. across the country. ' That contlnulng educatlon\des1gn witl
‘include some of the manpower  concerns that you have. eXpressed
- here, ‘ ) : N
e .," ‘7
Now~you note that I am saﬁ&ng "1s g01ng to," «"certainly" will
“and—*must- take into oahsidera on." It is clear.that tho”
professional association has fiot squarely addressed questl%ns )
. - ~ ) L J v

,,,,,,, . R . : . L ’

+

L

\ opportunities are afforded to all the members of f£he professlon’

&
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_ in relstlon té the manpower field as they have been asked here.
° A R T : ; K ) : :
' * - It is clear also that the professjon has been engaged,me‘;ome
. degre in dealing with manpower concerns. ,I expect that the,
""ﬂSSOCQEtIOH is goihg-to take 'up the slack and become 1nvolved{'
‘' after the fdct as-usual, with the concerns that its members
*gave and the issues that. affect the profe531gn serlously.

X
. €ink that NASW is going to engage, in appropriate. follow-up
~ 7 and try to plav the kind of role 1t ought to Dlay in manpowerv
i . 1 " > »
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